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Introduction 
In 1972 Katharine Graham became the first female CEO of a Fortune 500 when she took 
over the Washington Post. Today thirteen women hold the title of Chief Executive Officer at 
Fortune 500 companies. It is important to note that the Fortune 500 companies are the 500 
largest U.S. incorporated companies filing financial statements with a government agency. Their 
ranking is assigned by Fortune Magazine which calculates their standing based on various 
indices, including revenues, profits, market value, stockholder equity and the like. 1 While the 
number of women leading these types of companies has been slowly increasing over the past 
several decades, the question still remains what is holding so many other women back? The term 
most often used to describe the barrier that prevents women from entering highest positions of 
power is the glass ceiling. The question. of what barriers the glass ceiling is composed of 
however, will be one of the key topics of this paper. 
Since the term glass ceiling gained popularity in the 1980s there has been a myriad of 
research and discussion regarding this issue. In 1990 the Federal government put together the 
Glass Ceiling Commission, which produced an extensive report regarding the situation of 
women in the United States workforce. This report emphasized the glaring discrepancies 
between women and men in terms of achieving equality in the workforce. For example, in 1990 
there were only two female CEOs in the Fortune 1000 companies.2 Figures like this began to 
raise discussion about what needed to be done to create more equality in the work environment. 
These discussions have led to some improvement on various levels. However, it is all too easy to 
get pulled into a false sense of success. Today companies are eager to tout the number of women 
1 
"FORTUNE 500 2007: FAQ." CNNMoney. http://money.cnn.com/magazines/fortune/fortune500/2007/faq/ 
(accessed Feb. 16, 2008). 
2 
"Good For Business: Making Full Use of the Nation's Human Capital." The Fact-Finding Report of the Glass 
Ceiling Commission. (March 1995) www.dol.gov/oasam/programs/history/reich/reports/ceiling.pdf (accessed 
October 15, 2007). 
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that sit on their boards or manage their different divisions. The fact is in 2007 only 2.6 percent of 
Fortune 500 and Fortune 1000 CEOs were women; so there is still much work that can be done. 
The reason this paper emphasizes the situation of female CEOs in Fortune 500 companies is 
because this is where it is easiest to look at concrete examples of how the glass ceiling still exists 
and continues to effect the ability of women to advance to some of today's most powerful 
positions. 
The argument of this paper is that there is not merely one glass ceiling that women 
encounter in their pursuit to reach the upper echelons of corporate America. Instead there are 
multiple levels of barriers that will be encountered at different times in a women's career that can 
prevent her from reaching the highest levels of management in America'.s largest and most 
powerful companies. For each of the levels of barriers there are different strategies that should be 
used to promote women's advancement. Finally, there is an important role society can play in 
supporting the advancement of women in corporate America. This paper will be divided into 
four parts. The first chapter will evaluate the plethora of challenges that actually create the glass 
ceiling. The next chapter will discuss the strategies used to counteract the effects of the glass 
ceiling. Chapter three will address the role of society in helping women succeed in the 
workforce. Finally the paper will examine the attitudes of today's college students with regards 
to the glass ceiling, as well as the women who have actually made it to the top of Fortun~. 500 
companies. The conclusion will address the results as a whole and provide suggestions for 
further research. 
Understanding Equality and fairness 
Before examining the glass ceiling in-depth it is important to lay a foundation for this 
topic by defining a few of the underlying concepts related to this issue. Understanding the ideas 
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of equality and fairness and the role they play in addressing the situation for women in the 
workforce can help us to better understand the complexity of the glass ceiling in America's 
largest corporations. Webster's Dictionary defines equal as, "having the same rights, ability, 
rank, etc." and fair as, "just and honest ... according to the rules."3 These definitions in and of 
themselves are somewhat ambiguous and the fact that these words are often used 
interchangeably can make understanding them difficult. For the purpose of this paper the concept 
of equality will be linked to more concrete ways of measuring the rights of men and women; 
whereas the definition of fair will be viewed as the open-ended idea of having equality while still 
recognizing each other's differences. 
In order to follow the path of women's struggle towards equality and fairness in corporate 
America it is also important to distinguish between the concepts of the legal equality doctrine 
and the fairness doctrine. The legal equality doctrine embodies the idea, "that women and men 
must be treated the same in order to achieve equality," meaning that, "differences must be erased 
in laws and in public policies before equality can be achieved."4 The fairness doctrine, on the 
other hand, "requires that law and policy account for the consequences of biological differences 
by treating men and women differently, but fairly."5 These doctrines essentially attempt to use 
the definitions of equal and fair, respectively to create theories about how to achieve these 
concepts related to women's position in society. With this in mind we can now begin to examine 
the complexities of the glass ceiling. 
3 Agnes, Michael, ed. Webster's New World Dictionary (New York: Pocket Books, 2003). 
4 Ford, Lynne. Women and Politics: The Pursuit of Equality (Boston: Houghton Mifflin, 2006), xiii. 
5 Ibid., xiii. 
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Chapter 1: The challenges women face 
Introduction 
The glass ceiling is for many reasons a challenging issue to write about. One of the 
reasons for this being that it is generally defined as the invisible barriers that keep women from 
making it to the top of an organization. This sparks the question of how to discuss something that 
is supposedly invisible? Fortunately, there has been a myriad of authors who have taken up this 
topic in their writings and over the past couple of decades the glass ceiling has begun to lose its 
transparency. However, despite this attention many barriers remain for women attempting to 
make it to the top of corporate America. These barriers are present in a variety of places and 
stages throughout a woman's career. This chapter of the paper will divide the barriers into three 
categories. The first section will discuss ways in which women often create barriers for 
themselves. Next, barriers will be examined through the perspective of those created by 
institutions. Finally, the field of psychology and sociology will be used to evaluate how societal 
norms can create barriers for women trying to advance in the business world. 
Section A: Women's studies perspective- How a woman views herself in relation to her 
career; and self-created barriers 
When addressing the challenges that women face in terms of advancement in corporate 
America the tendency is normally to discuss gender stereotypes and unequal playing fields, and 
these factors will be discussed in the following sections of this chapter. While these issues, along 
with a myriad of others, are definitely contributors to the creation of barriers there is another 
component of the equation that is also important to take into account. These are the barriers that 
women create for themselves. These types of barriers are often highly controversial. Two reasons 
for this are, first they can sometime be construed with trying to place blame on the group that is 
already being oppressed, and second, an argument can be made that personal roadblocks are 
actually just a reflection of socially imposed barriers. Taking these perspectives into 
4 
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consideration it is still important to look into the attitudes of women trying to advance in the 
workplace and evaluate the different internal perceptions that act as barriers for women trying to 
make it to the top. 
In trying to understand how women can create personal barriers to their success it is 
important to understand how they see themselves in their environment. Before analyzing these 
barriers it should be noted that while each woman has her own distinct individual situation, and 
therefore her own unique perspective, studies have shown a range of overarching feelings and 
perspectives that women have. For example, one study discovered that, " ... female managers 
often find their jobs to be challenging, rewarding, and fun, but also report many frustrations with 
the sometimes sexist corporate environment. "6 Elaborating on the issue of the work environment 
one female manager explained that, "We [women] are finding it difficult for professional women 
to be absorbed in an all male organization where most of the women are secretaries. We are not 
accepted."7 Taking these environmental factors into consideration might make it easier to 
understand the barriers that women are imposing upon themselves. 
One of these barriers is reflected in the perspective that, "most of us [women] do not 
want the top jobs enough to pay the price and we take ourselves out of the running. We declare 
that it isn't worth it, the mommy track is good, our children are more important, other values are 
more meaningful, and often we give up without a fight."8 In this case, women are deciding to 
take themselves out of the situation instead of choosing to confront the challenge of 
advancement. Note, there might be external barriers that are making it difficult for a woman to 
get ahead but what is happening is that when a woman takes herself out of the running she 
6 Schuck, Kelly, and Becky Liddle. "The Female Manager's Experience: A concept Map and Assessment 
Tool." Consulting Psychology Journal: Practice and Research 56 (2004), 86. 
7 Ibid., 75. 
8 Turkel, Ann Ruth. "The Hand that Rocks the Cradle Rocks the Boat: The Empowerment of Women." 
Journal of The American Academy of Psychoanalysis and Dynamic Psychiatry 32 (2002), 50. 
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creates the ultimate barrier for achieving advancement. Recognizably there are situations where 
it might be best for a woman to leave certain working environments. However, if women choose 
to respond to gender inequality in the workplace by removing themselves from the situation than 
they are only further perpetuating the situation of inequality. 
An additional area in which women create barriers is the way in which they approach 
leadership roles within an organization. One study simply stated that, "women often contribute to 
their own lack of mobility," this conclusion was drawn from data that showed that, "women and 
men differ somewhat in their orientation to work. The study found that women were results 
oriented, whereas men engaged in more strategic planning and business analysis."9 The fact that 
women were less successful in getting promoted led the researchers to believe that the difference 
in work orientation was part of the problem. Here the challenge is helping women to understand 
how their approach towards their work can affect their chances at advancement. This does not 
require women to accept the status quo of the male work orientation, it is more a matter of being 
aware of what the studies are showing with regards to work orientation and advancement. This 
way appropriate steps can be taken to address the issue. Another factor to consider here is if 
women's work orientation is innately part of who they are or something they have been taught. 
In either case it would be beneficial for both women and men to understand the implication of 
work orientation on advancement and also be given tools for how to evaluate their own actions 
when it comes to work orientation. 
The way in which women address the concept of power in a leadership role also seems to 
be a factor when it comes to self imposed barriers. Leadership positions are often synonymous 
with powerful positions and one study discovered that, "women are often afraid to confront 
9 Stockdale, Margaret S, and Faye J Crosby. The Psychology and Management of Workplace Diversity. 
Malden: Blackwell Publishing, 2004, 155. 
6 
power," the study explained that women saw power as resulting in negative consequences, "they 
[said]: (1) power leads to selfishness ... (2) Power causes destructiveness ... (3) The use of power 
may actually lead to abandonment, especially if the woman puts another person down."10 When 
women do not confront the issue of power with regards to their job they are essentially setting up 
a roadblock for advancement because the higher up one is in a corporation the more the question 
I 
of power becomes important. So in a way it makes sense that if a woman is having difficulty 
addressing this issue there is less of a chance she will be promoted. However, one of the 
underlying problems is that if women are not cognitively aware of how they address the issue of 
power, then how can they begin to overcome the adverse effects it may be having on their 
career? This is something that will be discussed more in the strategies chapter of this paper. 
One of the more controversial challenges revolves around the idea of not acknowledging 
that gender inequality or the glass ceiling actually exists in the workplace. This is controversial 
because some women believe that ignoring the idea of gender inequality can actually be a tactic 
for succeeding in the workplace. Unfortunately few problems can be solved by being ignored. fu 
this case however, the problem is not simply about the issue being ignored but also about the 
issue not being recognized. This idea is illustrated in the comments of several women managers 
who have had trouble advancing in their careers, "I didn't advance, but I can't believe it had 
anything to do with gender." Or "she always wondered if it was the organization or if she herself 
was responsible for her inability to be promoted."11 One of the popular mantras for these women 
was also the idea that, "if I pretend it's not there, I can get past it."12 So not only are some 
women unaware of how their gender affects their career success, but others actually believe that 
10 Turkel, The Hand that Rocks the Cradle Rocks the Boat, 43. 
11 Wrigley, Brenda J. "Glass Ceiling? What Glass Ceiling? A Qualitative Study of How Women View the 
Glass Ceiling in Public Relations and Communications Management." Journal of Public Relations Research 14 
(2002), 37. 
12 Ibid., 38. 
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ignoring the issue is a viable solution. The concern here is that these types of feelings are not 
exclusive to just a few women. As another study ironically pointed out that," ... on the whole, the 
women interviewed tended to minimize gender," at the same time however, "women spoke of 
working twice as hard to succeed." 13 The challenge here is that some women are accepting that 
working twice as hard is just part of the job. However, the consequences of women expending 
twice as much energy as men to try and compete is that when it comes to taking on additional 
tasks or challenges they are already so overextended that it is hard for them to keep up. This in 
turn results in men having more advancement opportunities over women. So if women continue 
to minimize the influence of gender in career advancement they are accepting gender as a 
legitimate barrier for advancement. 
The point of examining some of the specific barriers that women create for themselves is 
not only to see if there are some issues that can be resolved at the micro-level, but also to try and 
begin to get a picture of how individual choices might be influenced by greater external factors. 
This section addressed the issues of women taking themselves out of the race, .how women view 
themselves in leadership roles, and the consequences of ignoring the glass ceiling. However, as 
later sections will show each of these issues also fits into a bigger picture of how organizations 
are structured and the deep rooted social and psychological views that society has about women 
in power. 
Section B: Organizational perspective: Institutional structures and policies that challenge 
women 
The next level of barriers that often affect women's chances of making it to the top are 
barriers that are hidden within the structure of the organization itself. These types of challenges 
are normally seen in the unwritten rules of what it takes to get to the top. When it comes to 
institutional characteristics that prevent women from advancing some of the important issues to 
13 Schuck, The Female Manager's Experience, 75-76. 
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consider are the pipeline, informal networks, and tokenism. These issues are just a few of many 
organizational characteristics that prevent gender equality in the highest levels of management. 
One of the reasons often cited for women not making it to the top is that they just do not 
have enough experience. This idea has actually been encompassed in a theory, "The pipeline 
theory holds that few women ever reach the upper levels of leadership because there have been 
few women at the lower levels."14 The problem for women in corporate America though is that 
while more and more women are entering into lower level managerial jobs, they are entering into 
the wrong field of jobs if their hope is to progress to the highest levels of management in the 
company. Ultimately, women are not getting the right kind of experience or training to be able to 
be considered as candidates for executive level positions. So what kind of experience is it that 
womerfneed to become CEOs? Well," ... a recent survey of female executives and (mostly male) 
CEOs of Fortune 500 companies found that lack of line management experience was cited as the 
top barrier to advancement for women." 15 Line management positions are jobs that deal directly 
with the company's profitability, unlike jobs in human resources or communications. So while 
many people say that plenty of women are in the pipeline, due to statistics like, "women occupy 
44% of management jobs in American companies."16 The fact is that in, "2002 women corporate 
officers in Fortune 500 companies held less than 10% of the line jobs,"17 And these are the types 
of jobs that provide the experience needed to become CEO. 
This evidence could suggest that overcoming this barrier should be the responsibility of 
the woman to get herself line job experience if she wishes to advance to the ranks of executive. 
14 Turkel, The Female Manager's Experience, 48. 
15 Lyness, Karen S , and Madeline E Heilman. "When Fit Is Fundamental: Performance Evaluations and 
Promotions of Upper-Level Female and Male Managers." Journal of Applied Psychology 91 (2006), 784. 
16 Goodman, Jodi S, Dail L Fields, and Terry C Blum. "Cracks in the Glass Ceiling: In what kinds of 
organizations do women make it to the top?." Group & Organization Management 28 (2003 ), 4 7 5. 
17 Lyness, When Fit Is Fundamental: Performance Evaluations and Promotions of Upper-Level Female and 
Male Managers, 778. 
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However, "numerous studies indicate that women and men are allocated to different positions 
when entering a firm." 18 This means that instead of women being given the chance to select the 
field in which they want to work they are often directed by the company to particular fields. 
Once women are plugged into a certain field, such as human resources, there is less likely to be a 
chance that they will get promoted into to line management positions. However, the problem 
does not end with not having enough women in the line management pipeline. In researching 
women in line management positions I came across a study that found that, 
"women in line jobs were the most negatively evaluated of all managers in our 
sample ... because line management positions are likely to be perceived as more strongly 
male gender-typed ... these results support lack-of-fit ideas, which specify that more 
negatively biased evaluations of women managers will occur when there is a greater 
perceived lack of fit between job requirements and attributes of women."19 
So the challenge for women who want to be CEOs is not only to get into line management 
positions but then also to succeed in these positions. However, based on this study it appears that 
·succeeding in these types of jobs is not solely a matter of merit but of some how fitting the 
description of what the job requires. This challenge begins to open up the idea of how social 
constructs play a role in career advancement. This idea will be pursued further in the following 
section. 
In the business world there are various ways to make it to make it to the top. For 
example, there are the family businesses where only family members will be allowed to run the 
business. However, in the larger world of the corporation there tends to be this idea that CEOs 
have to work their way to the top. This can lead to several questions though, such as what exactly 
does this work entail, how are accomplishments being measured, and who is doing the 
18 Maume, David J. "Glass Ceilings and Glass Escalators: Occupational Segregation and Race and Sex 
Differences in Managerial Promotions." Work and Occupations 26 (1999), 484. 
19 Lyness, When Fit Is Fundamental: Performance Evaluations and Promotions of Upper-Level Female and 
Male Managers, 783. 
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measuring? When it comes to examining advancement criteria, especially in relation to women's 
careers, one author noted that, "The rules and regulations in organizations apply to all but are 
hardly gender-neutr~l. They have a more negative impact on women, having been formulated by 
men and for men."20 Just consider all the stereotypic activities associated with doing business-
golf, country clubs, smoking cigars, sharing a brandy after closing a deal. How often do we 
picture a woman partaking in these activities? While having knowledge and skill within the 
business realm is still important to succeeding there seems to be additional areas in which 
employees need to engage if they wish to advance. These informal networks, often deemed the 
"old boy's clubs" seem to be a key area where women easily miss out. 
Due to increased coverage of gender inequality over the past couple decades some 
companies have realized the importance of having women at the top. Unfortunately, all too many 
companies, as one editorial put it, have to deal with the fact that, "male directors are simply 
afraid to take an unnecessary risk by selecting a woman. "21 Yet, in order to avoid negative 
criticism about gender discrimination companies often strategically place one or two women at 
the top of their company, an approach often referred to as token women. This allows them to 
make the claim that anyone can make it to the top. However, a plethora of problems can arise 
from having just token women. For example, " ... women's token status affects their interactions 
with the dominant group (i.e., men). This leads to negative consequences for the token women, 
such as exclusion from informal interactions with men and heightened performance pressures 
due to their visibility."22 Essentially companies' efforts to try and avoid discrimination create a 
20 Turkel, The Female Manager's Experience, 49. 
21 Eagly, Alice H. "Female Leadership Advantage and Disadvantage: Resolving the Contradiction." 
Psychology of Women Quarterly 31 (2007), I. 
22 Lyness, Karen and Jolie Terrazas. "Women in Management: An update on their progress and persistent 
challenges." Hodgkinson, G.P., and J.K. Ford, eds. International Review of Industrial and Organizational 
Psychology. (New York: Wiley, 2006), 276. 
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work environment that detrimentally impacts women's ability to succeed. Tokenism also takes 
away companies motivation to try and promote women's advancement, because they believe that 
since they have one or two women at the top they do not need to recruit anymore. 
Identifying the barriers that reside within the structure of an organization is extremely 
important if women are going to have a chance at making it to the top. The issue of the pipeline 
and women not having necessary experience to become CEOs as well as the institutional 
characteristics of informal networks and token women are serious barriers that need to be 
recognized. These types of barriers can be especially difficult to address because they are often 
based around business practices and traditions that have existed for centuries. That is why the 
next section of this paper addresses the extent to which psychological and sociological constructs 
impact women's advancement on the corporate ladder. 
Section C: Psychological and Sociological Perspective: Society's impact on gender roles 
The fields of psychology and sociology are essential in attempting to analyze some of the 
fundamental reasons of why the gender gap persists in corporate America. What the field of 
psychology lends to this issue is a method for analyzing both individual and group behaviors and 
attitudes with an emphasis on interaction of mental processes that lead to certain behaviors by an 
individual or group. Whereas sociology by definition is, "The study of human social behavior, 
especially the study of the origins, organization, institutions, and development of human 
. 23 
society." Through these lenses the issues of stereotyping, gender preferences, and the 
proverbial work-home conflict can be addressed. 
Behavior in the workplace is one of the criteria for success that is often taken for granted. 
It is assumed that good behavior is a given requirement if you want to advance. However, the 
idea of behavior goes beyond just being good or bad. When it comes to behavior in the office 
23 sociology. (n.d.). The American Heritage Dictionary of the English Language, Fourth Edition. Accessed: 
November 16, 2007, http://dictionary.reference.com/browse/sociology 
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studies have shown that how a person behaves on a subtle level could have a direct effect on how 
far up in the company they will get. The question for women then becomes, is gender playing a 
role in how behavior is being judged? One study showed that, " ... when women display a gen tic 
behaviors ... (e.g., forceful, independent, and decisive), as may be required for successful 
performance in senior management jobs, these women's countemormative behaviors can result 
in d~sapproval and negative evaluations because they are not behaving as women should .... "24 
However, if women choose to behave in a more typically feminine way, often categorized by 
communal characteristics such as being kind, helpful, and concerned about others, they are less 
likely to be seen as compatible for senior management positions.25 What is worse is that behavior 
barriers can quickly translate into blatant sexism no matter how woman choose to behave. The 
two mdst frequently described types of sexism are hostile and benevolent. These are defined as 
follows, 
"hostile sexism . . . is based on the perception that women seek to control men, and results in 
grudging respect but negative emotions towards women because they are viewed as a 
competitive threat towards men, and benevolent sexism, which is based on perceptions that 
women possess, communal characteristics, and leads to positive views about women but 
also paternalistic stereotypes, such that women are best suited for traditional gender roles, 
where as men are believed to be best suited for high status roles."26 
Sexism is just one way in which behavioral stereotypes can create barriers for women wanting to 
advance into corporate leadership. Ultimately, one of the major challenges of behavioral 
stereotypes is that they have often been created over a long period of time and are therefore not 
only hard to recognize but especially hard to change. 
As mentioned stereotypes in the workplace also go beyond how managers view behavior 
and can be found in a myriad of other areas. Take for example the research that, "found that male 
24 Hodgkinson and Ford, International Review of Industrial and Organizational Psychology, 279. 
25 Ibid., 279. 
26 Ibid., 280. 
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managers continue to describe successful- managers as more similar to men than women ... Since 
men are more likely than women to hold key organizational decision-making roles, these 
stereotypic beliefs could influence their decisions about female candidates for promotions and 
other job opportunities. "27 These "similarities" can range from anything such as physical 
appearance to background experience. While it may be natural for bosses to promote people that 
are more like themselves, the problem is that when everyone at the top is coming from similar 
backgrounds there is less opportunities for people from different or diverse backgrounds to move 
up the ladder. What can happen when CEOs all tend to be of one similar mold is that people 
become accustom to "the way things are" and they can subconsciously set their preferences 
around the structure that is in place. Evidence of this can been seen in a 2006 questionnaire that 
found that 37% people prefer a male boss, 19% a female boss, and 43% had no preference. 28 
While male preferences have actually been decreasing over the past decade there is still a 
significant male over female preference. The difficulty with acknowledging preferences in the 
workplace lies in tying to determine if preferences are being created based on attributes that are 
necessary to succeeding at a job or if they are simply a reflection of the stereotypes that are 
ingrained throughout all facets of the work environment. 
The final barrier I will be discussing is the work-family conflict, a challenge that has 
affected many women in the workforce. While historically male CEOs have both their career and 
family, there seems to be an added pressure for female executive to not only succeed at their job 
but to also be a super wife and mother. This idea is closely based in the stereotype of women as 
the caregiver and men as the providers. One of the reason this situation can create a barrier for 
women is reflected in the research that showed that the, " ... work-family conflict was particularly 
27 Ibid., 274. 
28 Eagly, Female Leadership Advantage and Disadvantage: Resolving the Contradiction, 7. 
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difficult for women managers who worked in male-dominated organizations and for women in 
senior levels of management as they felt pressure to work longer hours in order to visibly 
demonstrate their organizational commitment."29 For female executives the situation sometimes 
becomes a matter of trying to show that they can do their job well even if they do have a family. 
This is an added challenge that is normally not identified for male executives. Following the 
concept that women who want to be leaders at work cannot neglect their responsibilities at home 
another study found "that all women were concerned about their partners' career advancement 
while only one third of the men were concerned about their partners' career advancement."30 
While this issue could be potentially seen as one of barriers women create for themselves, I 
decided to place it in this section because I thought it was more reflective of ingrained social 
view that women are ultimately tied to the family and anythihg they take on after that is 
secondary. 
Conclusion 
One study summarized it well by saying, "no single factor is by itself sufficient to explain 
the continuing under representation of members of traditionally disadvantaged groups ... "31 This 
is especially true when it comes to understanding the complex variety of barriers that prevent 
women from making it to the top of the corporate ladder. It is clear that the barriers that women 
face are not always easily defined and this only adds to the challenge of trying to pinpoint what it 
is that is keeping women from advancing in corporate America. As this chapter explained 
however challenges are often best viewed by looking at their immediate causes, whether this be 
the individual, the institution, or society at large. Now that some general barriers have been 
29 Hodgkinson and Ford, International Review of Industrial and Organizational Psychology, 277. 
30 MacRae, Nancy. "Women and work: A ten year retrospective." Work 24 (2005), 334. 
31 Reid, Margaret, Will Miller, and Brinck Kerr. "Sex-Based Glass Ceilings in the U.S. State-Level 
Bureaucracies, 1987-1997." Administration & Society 36 (2004), 398. 
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analyzed we can begin to look at various strategies that can be utilized to overcome these 
challenges. 
Chapter 2: Strategies to help women make it to the top 
Introduction 
Making it to the top of a Fortune 500 company is not an easy feat for anyone. However, 
for women this challenge comes with an additional barrier. This is the glass ceiling, which in the 
realm of the Fortune 500 is still far from being shattered. The last chapter established the 
challenges that women encounter on their way to the top. This chapter will discuss a variety of 
strategies that women can utilize to make it to the top. Moreover, it will underscore the idea that 
there is still a need to understand what strategies can help women succeed and to pursue the 
strategies that create greater equality for women in the workplace. 
A Strategy can be defined as a "plan, method, or series of maneuvers or stratagems for 
obtaining a specific goal or result. "32 The root of this word comes from the Greek term strategia, 
meaning office of a general and it is traditionally used to refer to, "the overall planning and 
conduct of large-scale combat operations."33 In this case the goal is merely to breakthrough the 
barriers of the glass ceiling. What is important to recognize here is that if the glass ceiling is to 
be broken it will definitely take the effort of women to seek out multiple strategies in order to 
create opportunities for themselves. 
Section A: Classic strategies for getting to the top 
When it comes to strategy building there is no one size fits all answer. While women may 
have more barriers to overcome in their climb to the top, it is important to understand all the 
possibilities and options women have if they do hit the glass ceiling. This includes taking into 
account the traditional strategies that may be useful in addressing the barriers of the glass ceiling. 
32 strategy. Dictionary.com. Dictionary.com Unabridged (v I.I). Random House, Inc. 
http://dictionary.reference.com/browse/strategy (accessed: December 14, 2007). 
33 Ibid. 
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An interesting note is that while there are myriads of books that discuss the ways to make it to 
the top, gender considerations aside, research has shown that some of these strategies are less 
utilized by women than others. This section will discuss a few of these strategies and how they 
may help women who want to advance to the executive level. 
While career paths, just like life, can be very unpredictable establishing a game plan early 
on is important. If the goal is to make it to the top of corporate America there are several factors 
that need to be considered. While school and internships can help prepare people for what skills 
they may need in the workforce one of the best tools that can help an individual get ahead 
involves understanding their own strengths and weaknesses. After this, the next step includes 
insight into what will be required in order to make it to the top. A great source for information on 
this topic often comes from biographies or interviews of people who have accomplished this 
goal. While each person's experience is unique to them there are often many overlapping 
challenges and situations that leaders will encounter. One thing for women to remember here is 
that due to the fact that there are so few female Chief Executive Officers (CEOs) in corporate 
America, women may have to search a bit longer to find information on women who have 
broken through the glass ceiling. Ultimately, having a greater understanding of the challenges 
that lie ahead and the strengths and weakness that relate to these challenges will make it that 
much easier to overcome them. 
There seems to be a general misconception, especially among women, that hard work 
will get you to the top. While working hard is important to succeeding, more important is finding 
ways to make sure that hard work gets recognized. The other aspect that goes along with 
working hard is making sure that an individual's energy is being focused in the right directions. 
In the corporate world, "Top management does not generally approach women about taking on a 
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high-risk assignment. It is therefore critical that women express their interest in taking on such 
challenges."34 For anyone wanting to get ahead in business it is necessary to take on projects that 
will distinguish you from your peers. This is true for men and women alike, however in this case 
women may have to take more of an initiative in pursuing this strategy. Also, once you have 
taken a project on, one female manager warns that it is important to, "not let others, especially 
males, intimidate you ... [because] when a woman has constructive suggestions, she must try 
twice as hard to prove that she is as correct as a man. "35 In this case the hard work does not 
necessarily pertain to putting in more hours, but simply finding a way in which to promote an 
idea or project so that it will be accepted and supported. Essentially the clicM that it is not about 
working harder but working smarter. 
Any good business person knows that socializing with colleagues and business associates 
outside the office often makes work inside the office that much easier. This type of informal 
socializing often revolves around the activities that the coworkers have in common. So in a work 
environment where the top managers are men how do women find a way to exercise this 
advantage? There is definitely a plethora of options in addressing this issue and not all of them 
necessarily start with learning to play golf or smoke cigars. One option is to form a women's 
network that informally brings together the top female employees of a company. In an interview 
with three female executives they noted that, "that all-women business groups can help other 
women to reach elite positions and might eventually merge with male networks."36 While some 
women may fear that female networks may be seen as mothers' meetings and a reinforcement of 
34 Stockdale, Margaret S, and Faye J Crosby. The Psychology and Management of Workplace Diversity. 
(Malden: Blackwell Publishing, 2004), 158. 
35 Crampton, Suzanne, and Jitendra Mishra. "Women in Management." Public Personnel Management 28 
(1999), 100-101. 
36 Davies-Netzley, Sally Ann. "Women above the Glass Ceiling: Perceptions on Corporate Mobility and 
Strategies for Success." Gender and Society 12 (1998), 350. 
18 
gender stereotypes, this does not necessarily have to be the case. 37 For a female network to be 
successful it does not have to revolve around any particular activity, it could simply include 
going to out to lunch with other female colleagues. Another obstacle that women can face when 
it comes to networking is the negative stereotypes that can arise when a woman asks a male 
colleague to lunch or vice versa. Unfortunately it is still all too common today to hear about 
inappropriate sexual relationships in the workplace, and with the way gossip can spread it is no 
surprise that women may feel constrained when it comes to establishing work relationships with 
members of the opposite sex. One solution to this challenge could be for organizations to create 
networking events, so that women can have a more open place to establish contacts and gain 
additional information that might be helpful in all types of situations. This is also why the idea of 
potentially merging male and female networks is so important. Yet, due to the traditional idea of 
an "old boys club," networking might not always be an easy sfrategy for women, but it is 
certainly a indispensable one for any woman wishing to make it to the top. 
Another classical strategy used in career advancement is office politics. When it comes to 
office politics what people most often hear are the horror stories. The cutthroat employees that 
will do anything to get ahead and are always trying to take advantage of the system in order to 
advance their careers. These stories can lead people to conclude that this type of internal issue is 
not actually important to a company. This may then be the reason that, "female executives are 5 
times more likely than male senior executives to cite a lack of understanding of organizational 
politics ... " however this same study showed that, "having less experience in corporate politics 
puts women at a distinct disadvantage in terms of gaining access to powerful positions."38 This is 
because whether people admit it or not all corporations have some form of office politics that 
37 Perriton, Linda. "Does Woman +a Network= Career Progression?" Leadership 2 (2006), 101, 103. 
38 Anderson, Daun Robin. "The Importance of Mentoring Programs to Women's Career Advancement in 
Biotechnology." Journal of Career Development 32 (2005), 64. 
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creates situations for employees to be judged on more than just skill, and it is these type of 
judgments that can often influence career paths. Therefore, whether or not a person actively 
engages in the office politics, their own advancement in the company might be directly 
influenced by the actions of the other employees in this political sphere. So, as one woman who 
had made it to the top advised, "you'd better learn how to be a highly political animal... because 
you know advancement is not pure merit."39 This does not necessarily mean that women need to 
play "dirty" in order to get ahead; simply that it is important to know the political environment of 
the office and how it can affect one's ability to move up the ladder. 
The realm of the corporation has never been a pure meritocracy. While having a wealth 
of talent and skills is useful to getting ahead it is rarely the only requirement. Due to the fact that 
men have had the opportunity to be engaged in the business world for a much longer period of 
time they have established numerous strategies for advancing their careers. These strategies are 
not however limited to men alone. In fact understanding and often times partaking in these 
strategies can be just as helpful for women. However, women should not limit themselves to 
only adapting the traditional strategies that men have put in place. That is why the next section 
will discuss the strategies that women are developing in order to advance up the corporate ladder. 
Section B: Women specific strategies 
The corporate world might be male dominated, but that should not restrict women to 
following the traditional male established strategies for getting ahead. Instead women should 
also take into account the different tactics that might help them gain a stronger foothold on the 
road to leading a corporation. Women specific strategies are tools that are developed to tackle the 
inequalities that are created by the barriers that compose the infamous glass ceiling. These 
39 Wrigley, Brenda J. "Glass Ceiling? What Glass Ceiling? A Qualitative Study of How Women View the 
Glass Ceiling in Public Relations and Communications Management." Journal of Public Relations Research 14 
(2002), 41. 
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strategies can range from acknowledging certain types of gender difference to developing unique 
solutions to overcome obstacles that are particular to women in business. 
For women who hold the belief that the barriers that are encompassed in the glass ceiling 
are one of the most significant factors that keep women from reaching the top, the strategy of 
developing a new corporate culture can be very appealing. The idea of developing a new 
corporate work culture is based on the principle that the current corporate culture is centered 
around the needs of men and is therefore better aimed at helping men succeed. This strategy is 
focused on women defining certain corporate attitudes and practices that favor males in the 
company and finding ways to neutralize these situations or create the same opportunities for 
women. This can range from issues regarding physical appearance to how work schedules are 
developed. For women trying to make it in the corporate world this may be seen as a risky move 
that sets an employee apart as nonconformist or a troublemaker. However, the key is for women 
to band together around the idea of a new corporate culture and propose changes in ways that 
seem to promote the productivity of an organization. This way women can be perceived as 
innovators, instead of nonconformists and at they same time they can work to create an 
environment that also addresses their needs. 
Another strategy that women are adopting for themselves is the idea of having female 
role models and mentors. This strategy is consistently growing in effectiveness as more and more 
women are able to break into the upper echelons of the corporate world. Support for this strategy 
has been fairly wide spread among women because of several studies that demonstrate how, 
"mentors play a key role in getting women ... the sponsorship and visibility that they need for 
career advancement."40 While mentoring itself may not be a new strategy the idea of women 
having female role models in corporate America has only become a reality in the last couple of 
40 Anderson, The Importance of Mentoring Programs to Women's Career Advancement in Biotechnology, 62. 
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decades. This breakthrough, if fully utilized, has the potential to give women a share of the 
competitive advantage men have had for centuries. Note, this strategy can be used at all stages of 
the career path and might be especially useful for women trying to attain positions in fields that 
tend to be more male dominated. 
Often much of the talk about women succeeding in the corporate world revolves around 
ideas of what women need to do to fit in. However, there is fine line between adapting to a 
situation and conforming to fit a set expectation. This distinction can be seen in two very 
different perspectives about what it takes to make it to the top. One group believes that women, 
" ... need to develop similarities with male peers to be successful. Rather than 
highlighting hard work, the women talked primarily of strategies they use for 
fitting in: altering appearance to fit the proper business attire and changing speech 
and behaviors to conform to situations with other elites."41 
This idea of having to conform is counterbalanced by a different perspective regarding what it 
takes to be a successful female leader. Where for a woman to be successful she is define by traits 
such as, "she must have self-esteem, she knows who she is at all times, she doesn't feel 
threatened when she takes risks, she doesn't need to change her behavior just to please others, 
she can lose an election without feeling destroyed, she sees opportunities instead of obstacles."42 
Acquiring these types of traits may require some women to adapt or modify certain aspects of 
their behavior, but unlike the idea of conforming it does not necessitate that women become 
clones of their male colleagues. If women truly intend to make a place for themselves in the top 
of corporate America then the strategy should be about finding ways to fit in without losing 
oneself in the process. 
41 Davies-Netzley, Women above the Glass Ceiling: Perceptions on Corporate Mobility and Strategies for 
Success, 349. 
42 Turkel, The Hand that Rocks the Cradle Rocks the Boat: The Empowerment of Women, 51. 
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All individuals who are striving to make it to the top of corporate America bring unique 
experiences and perspectives to the table. Unfortunately, the system that allows people to get 
ahead does not always have the capacity to judge who would be best for a position based on 
merit and experience alone. The numbers show that women are at a distinct disadvantage when it 
comes to being represent at the highest levels of the largest companies. ·For this to change 
women must recognize the gender specific barriers that are in place and find appropriate 
strategies to breakthrough these barriers. 
Section C: Understanding the controversial strategies and the tempting alternative 
Aside from utilizing the two types of strategies that were just discussed, there is plethora 
of new alternative ways for women to try and advance to the highest level of corporate 
executives. Some of these strategies are focused on a more individual basis, while others 
emphasize women's advancement from a more aggregate perspective. However, some of these 
strategies are seen as controversial as to whether they can actually achieve any lasting impact in 
terms of promoting women to the top. An additional controversial topic is the tempting 
alternative of starting a business. This is an option that many motivational business books are 
selling as a strategy to replace climbing the corporate ladder. This section will analyze the pros 
and cons to these strategies and the impact they can have on women's career paths. 
In 2005 the British Journal of Management featured an article that discussed a new 
concept known as the "glass cliff." The authors of this work defined a phenomenon where 
women are, "placed in leadership roles that are associated with an increased risk of negative 
consequences."43 One example of this is the story of Fortune 500 Xerox CEO Anne Mulcahy. In 
2001, Xerox was a troubled company that was reporting a consistent decline in revenues; this 
43 Ryan, Michelle, and S. Alexander Haslam. "The Glass Cliff: Evidence that Women are Over-Represented 
in Precarious Leadership Positions." British Journal of Management 16 (2005), 83. 
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coupled with the appointment of a female CEO drew quite a bit of media attention.44 So did the 
fact that within months Mulcahy had shown miraculous progress in turning the company around 
and increasing profitability. Her success could be easily interpreted as a sign that women are just 
as capable in the corporate world as men. However, it is generalizations such as this that can also 
lead to the reverse effect of associating women that fail as sign that they should not be there. 
This is the difficulty of having so few women at the top the; the actions of each one can reflect 
back on the group as a whole. When women accept precarious CEO positions in failing 
companies they are often taking on the burden of proving or disproving women's capabilities, 
despite the surrounding circumstances. This is not to say that these types of positions do not 
provide great opportunities for women, only that they are also often loaded with significant 
overarching impacts for all women. 
Still, more controversial than the glass cliff, is the idea of bringing sex-discrimination 
lawsuits. Title VII, of the 1964 Civil Rights Act, prohibits the discrimination of women in the 
workplace and is normally used as a basis of a lawsuit for those women who believe they are 
being denied advancement based solely on their gender. Some women view this option as, "the 
most powerful wedge for opening doors that remain closed even to the most extraordinary 
women [and believe that] sometimes there is no substitute for a lawsuit to get the attention of the 
men on top, and to change the system as a whole."45 However, this plan of action not only 
requires women to be able to prove that the discrimination they are facing is based on their 
gender but it is also a very expensive and time consuming process with no guaranteed results. 
These obstacle combined with the fact that some people consider the women who bring lawsuits 
to be troublemakers has tarnished the idea that the legal system should be used to stop 
44 Eagly, Alice H. "The Rise of Female Leaders." Zeitschrift fiir Sozialpsychologie 34 (2003), 124 
45 Estrich, Susan. Sex and Power (New York: Riverhead Books, 2001), 161. 
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discrimination in the private sector. Ultimately though it is hard to imagine where women would 
be today without the support of the legal system in protecting their rights. Therefore the benefit 
of the legal precedent that can be set in gender discriminations case could be well worth the 
battle it can sometimes take to get there. 
In the motivational business book Climbing the Corporate Ladder in High Heels, the 
author presents the idea that "If you're constantly stymied by the obstacles posed while climbing 
the corporate ladder and if the glass ceiling feels impenetrable, step back and consider a move to 
another room. Become the CEO of your own company."46 For some this might be the right 
answer to their problem. However, for the women whose dream it is to run a Fortune . 500 
company this type of advice could throw them seriously off track. Still it seems that more and 
more women are considering this as an option instead of staying in the rat race. The data shows 
that "The number of self-employed women has increased 43 percent in the past decade, 
compared to a 9.8 percent increase in male entrepreneurs."47 While this alternative may allow 
women to escape one glass ceiling it does not preclude an end to discrimination based on gender. 
For example, "one of the first hurdles female entrepreneurs often face is in gaining access to 
initial sources of capital. .. [and] the financial world remairis male dominated."48 Being your own 
boss might alleviate some of the more day to day gender discrimination barriers it does not 
necessarily prevent a glass ceiling from being formed above the new corporation as a whole. For 
example, women who run their own business may still find that their gender plays a role in the 
interactions they have with other companies or competitors which can in tum make it more 
difficult for their company to be successful. Also, if more women decide to leave the corporate 
46 Archambeau, Kathleen. Climbing the Corporate Ladder in High Heels. (Franklin Lakes: Career Press, 
2006), 197. 
47 Crampton, Women in Management, 100. 
48 Ibid. 
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world to start their own business it will only be that much more difficult to find female mentors 
or to band together in order to implement some of the other strategies that are available in 
helping women succeed. 
Each of these alternatives presents both significant benefits and drawbacks with regards 
to helping women overcome the glass ceiling. These type of strategies also begs the question of 
whether women should be more concerned about their own personal battle of succeeding or the 
implication of the status of women as a whole. Because the fact is that whether or not women 
acknowledge the lack of female representation, this deficit means that the decisions of a few 
individual women can easily have an impact on the rest of the gender as whole. 
Conclusion 
The strategies presented here are only a few of the many tactics that women can use to 
get ahead in the corporate world. One concept to keep in mind is that women will always be 
encountering a unique variety of barriers and therefore they should never limit the number or 
types of strategies to choose from. Also even the controversial strategies may be appropriate or 
even necessary in some situations. In the end it is up to the discretion of each individual woman 
to balance her needs for advancement with the consequence that certain decisions can impact the 
female gender as a whole. 
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Chapter 3: Society's role in Promoting Women's advancement 
Introduction 
"Glass ceilings in the business world are not an isolated feature of corporate architecture; 
rather they are held in place by the attitudes of society at large. "49 
Previous chapters of the paper have begun to explore the topic of how society's views on 
women and women's roles and affect women's chances of making it to the top. There are many 
components of society that foster different perceptions of women and in turn create stereotypical 
views of women's roles that greatly impact women's ability to work as equals in corporate 
America. Some facets of society are more institutionalized, such as the government and schools, 
where others, like the media, are less formal, but often more powerful. This chapter will further 
examine the role that society at large has in maintaining the status quo for women in corporate 
America and the implications this has on women who want to advance. The last section of this 
chapter will examine the responsibility the government has in addressing gender inequality and 
the actions it has taken regarding this issue. 
Section A: Society's current views on women business leaders 
The cover of ForbesLife Executive Woman features cover stories such as, Clothes for the 
corner office, Hollywood Business Style, and Retail stock guru's shopping secrets, not 
something that necessarily encourages women to become the next Fortune 500 CE0.50 Then 
again what stereotypical American woman does not like clothes, Hollywood or shopping? And it 
is all about enticing readership, right? Yet, it is precisely these types of constant images that 
influence women into believing that these are the important aspects of the work world. The way 
the magazines' portray women in corporate America might not be 100 percent accurate but if 
this is what society believes women to be interested in then it becomes even more challenging 
49 Redwood, Rene. "The Glass Ceiling." In Motion Magazine. http://www.inmotiomnagazine.com/glass.html 
(accessed Nov. 10, 2007). 
5° ForbesLife Executive Woman (A Supplement to Forbes Magazine), Fall 2007. 
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for women to try and break free of these preconceived notions. This portrayal of women 
executives can even affect the younger generation of girls who see these magazine stories and 
believe that this is what it means to be an Executive Woman. 
Another concerning trend is society's view that women no longer face major 
discrimination. However, the reality is that, "conscious discrimination has given way to 
unconscious discrimination [which] not only leaves women feeling confused, it leaves men 
feeling guilt-free."51 Despite statistics that show that women still have not made it to the top 
there is a general perception that women have accomplished so much in the last 25 years that 
discrimination cannot really be a serious issue today. 
Unconscious discrimination is really just a morphing of the overt discrimination into 
ways that are mote socially acceptable. This can range from telling young girls that they would 
make good teachers or nurses to television shows that often present the most powerful characters 
as male. Added to the substantial amount of societal stereotyping is the disturbing research 
finding that, "suggests that the underlying cause for the existence of the glass ceiling is the 
perception of many white males that they as a group are losing - losing competitive advantage, 
losing control, and losing opportunity as a direct consequence of inclusion of women and 
minorities."52 The reaction can lead to reverse discrimination, where these men put extra 
emphasis on promoting other men in the workplace. This attitude may also be a case of 
subconscious discrimination, because it is difficult to find many prominent or powerful men who 
would blatantly say they are concerned with the power women have achieved. Either way, this 
mindset can also make it harder for women to access the opportunities necessary to even enter 
the pipeline that leads to the executive level. 
51 Estrich, Sex and Power, 147. 
52 Redwood, The Glass Ceiling. 
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Finally, when it comes to women making it to the top there seems to be a lack of 
recognition from society that companies are not providing women sufficient opportunities. From 
the corporate side it comes across in the idea that, " . .. we' re still no worse than the 
competition."53 Which is to say that if no corporation is seriously taking any action to address the 
issue of the glass ceiling in corporate America why should just one organization try to change. If 
all the Fortune 500s paint the picture that the glass ceiling is not an issue and that women are 
present in the corporations this gives society the feeling that there is nothing to be concerned 
about, and the more that society buys into that idea the more justified the corporations feel. 
Essentially what is happening is that, "We have refined failure as equality."54 And like the story 
of The Emperor's New Clothes, as long as no one points out the problem we are all allowed to 
delude ourselves into believing there is not one. However, delusions rarely come without very 
real consequences. 
Section B: The implications of society's views on women advancing 
The slow advancement of women to powerful positions combined with society's general 
complacency towards glass ceiling issues is likely no coincidence. As previously mentioned 
other factors have been noted in reinforcing the glass ceiling, but the implications of society's 
role stand above the others because of its far reaching influence with regards to this situation. 
One of the biggest challenges in the current state of affairs is that in society, " ... when we witness 
only men in leadership roles, it becomes our reality, our norm, though we know women are just 
as ready and capable."55 This longstanding socially constructed idea that men are the leaders of 
society and the breadwinners of the family has become such an ingrained and accepted idea that 
women who are seeking to make it to the top not only have to prove themselves in the 
53 Estrich, Sex and Power, 140. 
54 Ibid. 
55 Wilson, Marie C. Closing the Leadership Gap: Why women can and must help run the world. (New York: 
Penguin, 2004), 129. 
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workplace, but they also have to prove themselves to society at large. Even in 1985 those who 
were studying the idea of a glass ceiling expected that only handful of women would reach the 
senior management level of Fortune 100-sized corporations in the next two decades, and they 
were right, because as they stated then, "the barriers that keep women out of senior management 
today will remain."56 This is because despite over twenty years of awareness about glass ceiling 
barriers there has been a disconnect between addressing the barriers in the corporation versus in 
the context of society as a whole. 
Another more troubling consequence of society's views on women's advancement is the 
issue of a gender wage gap. Over the past several decades the there has been progress in closing 
this gap. However, take the statistics of men and women who both have master's degrees: 
according the 2006 US Census Bureau's Total Money Earnings for those 25 years and older, the 
median earnings for males was $67 ,992, where as the median earnings for females was 
$47,586.57 There might be a variety of reasons for earning discrepancies between men and 
women, but it is hard to believe that any of them can justify a discrepancy of over $20,000 a 
year. The issue of arguing about wage discrepancy becomes even more difficult when discussing 
the earnings of women who are higher up on the ladder, because often times they are making 
quite a bit more than the average person. Therefore, society is rarely willing to take interest in 
the fact that female CEOs with million dollar salaries might still be making less than their male 
counterparts. Yet the implications of this problem go farther that just the idea that women are 
making less than men. The fact is that in today's world money can actually be a very important 
factor in creating opportunities. Therefore the more money one makes the greater potential they 
56 Morrison, Ann, Randall White, Ellen Van Velsor, and The Center for Creative leadership, Breaking the 
Glass Ceiling: Can Women Reach the Top of America's Largest Corporations? (Reading: Addison-Wesley 
Publishing Company, 1987), 157. 
57 
"Current Population Survey." U.S. Census Bureau. (2006) 
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have to foster their own advancement. But as long as society continues to accept the wage gap 
the way it is they are ultimately accepting the role of the glass ceiling. 
One of the most challenging facts about the influence of society over women's ability to 
advance is the lack of recognition that discrimination is actually taking place, and that the 
consequences of that discrimination greatly impact women's careers. Nevertheless, the 
unconscious bias and stereotyping that women face in society is what helps maintain the barriers 
that make up the glass ceiling, and "For people confronting these barriers, it's discrimination 
plain and simple. The glass ceiling is one manifestation of the perpetual struggle for equal access 
and equal opportunity."58 Part of the goal then is to not only have society understand the barriers 
and inequalities that make up the glass ceiling but also understand the role that society has in 
maintaining and in some cases even fostering the discrimination against women. 
Society's responsibility also extends to the issue of the glass ceiling because the 
corporation is an extension of society. The people that make up the corporation are also members 
of society, so society's views can directly influence the attitude of the corporation. That is why it 
so important for the level of prejudice and bias towards women to be acted upon at the mass 
level of the society. There are many areas of society where this issue can qe addressed and acted 
upon; for instance, "television, movies, journalism, advertising, toys, and books, present a huge 
opportunity to stretch the collective imagination, showing women and men in nontraditional 
roles and changing the perception of what is possible in the real world."59 It does not end here 
though, because while the mass media can have substantial impact on perception it is also 
important to understand how institutions such as the educational system play a role in shaping 
the way society views women in leadership and power. 
58Redwood, The Glass Ceiling. 
59 Wilson, Closing the Leadership Gap, 119. 
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Considering that most children spend a significant portion of their young lives in school 
the images and views they learn about women there have the potential to be carried with them 
throughout the rest of their lives. That is why schools, "should acquaint students to the wide 
array of career opportunities through school/business partnerships that provide better career 
counseling by bridging the gap between the world of work and the world of education."60 This is 
true for both boys and girls. That being said it is also important that schools spend time trying to 
analyze the way in which the work world is presented in terms Of gendered careers. This should 
include discussing how careers choices are not defined by gender. One way to demonstrate this 
might involve bringing in role models who defy gender stereotypes. For example, having a 
female business leader come in and speak as well as a male nurse. This is important because the 
ideas that children develop at young age can have a lasting impact on their future goals and 
aspirations. 
Section C: The Role of Government and Gender Equality 
The government also has the ability to play an important part in the advancement of 
women. Note however, that the role and responsibility of the government is different from that of 
society at large. In the United States the role of the government is to represent the will of the 
people while at the same time uphold the laws of the constitution. The established right of 
equality is at the center of the government's authority to address the issue of gender inequality. 
In the case of the glass ceiling the argument is that, "government must lead by example and 
make equal access and opportunity a reality for all. It cannot mandate and require private sector 
to pursue and value diversity, if it is unwilling to do the same."61 There is often a concern that 
the government will sometimes go too far in establishing practices that provide equal 
opportunities to women. However, implementing affirmative action measures is, "not about 
60 Redwood, The Glass Ceiling. 
61 Ibid. 
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hiring or promoting unqualified people but about ensuring that the most qualified person, and not 
always the most familiar one, gets the nod."62 This can often be a challenging task, especially 
taking into account that subjectiveness of the hiring process. However, establishing a system 
where women really have a chance to be recognized is something that can improve an 
organization as a whole and therefore should not be discounted. 
In mentioning the role of government in gender equality issues it is essential to recognize 
the implementation of several laws that have helped to advance women in society. While some 
laws may show a more direct link in advancing women any law that helps to empower women, 
even if it is only in one aspect of society, is valuable. Some laws may not even directly impact all 
women, but if some women are able to achieve more equality because of it, it is beneficial to all 
of society. One of the most important laws that set a foundation for greater equality for women 
was 1920 ratification. of the Nineteenth Amendment that grants women the legal right to 
suffrage. This was a long fought battle for women that took almost three-quarters of a century of 
work to attain. However, the passage of this amendment gave women a new voice of power and 
with this voice they could work even more effectively to defend their rights. In the nearly 90 
years since women gained suffrage there have been other laws enacted to foster equality for 
women throughout society. Three of these laws in particular have been crucial in advancing 
women in society and helping them gain greater access to power, they are the Equal Pay Act, the 
Civil Rights Act, Title VII, and the Civil Rights Act, Title IX, it is also important to discuss the 
Equal Rights Amendment, despite its failure to be ratified. 
The Equal Pay Act is a good example of trying to advance the economic position of 
women. The Equal Pay Act, "[promises] equal pay for equal work, regardless of sex."63 This was 
62 Estrich, Sex and Power, 143. 
63 Ford, Lynne. Women and Politics: The Pursuit of Equality (Boston_: Houghton Mifflin, 2006), xiii. 
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seen as a way for women to be able to be equally compensated in comparison to their male 
counterparts. This law was definitely a step in the right direction in terms of trying to promote 
equality throughout society. Unfortunately it was not fully able address the fact that oftentimes 
women do not have the same jobs as men. It is true that prior to the Equal Pay Act the Women's 
Bureau, "Pursued 'equal pay for comparable work' but relented under pressure from 
employers ... "64 The Women's Bureau is a part of the U.S. Department of Labor, and was 
"established by Congress in 1920, [it] is the only federal agency mandated to represent the needs 
of wage-earning women in the public policy process."65 These women realized that as much as 
the Equal Pay Act would help some women to achieve equality it would leave others out. This 
does not mean that .the Equal Pay Act is unimportant. In life it is sometimes about taking small 
steps, before making a great leap. That is what the Equal Pay Act is a step in the right direction 
and a place for future women to start in terms of pushing for greater economic opportunities for 
women. 
The second policy that has helped with the advancement of women is the 1964 Civil 
Rights Act, Title VII. The provisions of Title VII explicitly prohibit the discrimination of both 
men and women in employment on the basis of sex.66 As discussed previously in this paper, this 
law is often used to set up the legal framework for women to be able to combat inequality and is 
the basis for many of the class action lawsuits dealing with gender discrimination in the 
workplace. Like many of the laws promoting women in power Title VII has come with its own 
set of challenges. While this law may help in decreasing overt discrimination in the hiring or 
promoting process of women, in the over forty years since its enactment it has been difficult to 
64 Ibid., 231. 
65 
"WB -An Overview 1920 - 2007." The U.S. Department of Labor Home Page. 
http://www.dol.gov/wb/info_about_wb/interwb.htm (accessed March 21, 2008). 
66 Ibid. 
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legally prove more subtle cases of discrimination. While this may lead some to consider the 
actual value of such legislation, it is important to think about what would have been the result 
had Title VII not been add to the Civil Rights Amendment. 
The last law that deserves to be mentioned is Title IX of the Civil Rights Act. Which has 
also has been crucial in helping to give women more opportunities to achieve power in society. 
Title IX, also known as the education amendments were formally instituted in 1972. Since first 
being introduced Title IX has expanded to cover issues of sexual harassment, pregnancy, 
parental status, and marital status.67 Formally addressing these issues in a law makes it easier for 
women to accomplish their goals without having to sacrifice a part of their being. This is a huge 
step for women. However, it does not end here. Just because there is a law in place, that does not 
mean it will always be obeyed or enforced. This is where the continuation of the women's 
movement is crucial. It is up to today's women to make sure that the laws that women worked so 
hard to enact over thirty years ago are still carried out today. 
Finally, in evaluating laws that have brought women more equality it is worth saying a 
few words about the Equal Rights Amendment (ERA). Some view the ERA as a failure for the 
women's movement because of the fact that it was never added to the constitution. However, it 
can also be seen as an incredibly important growing pain for the movement. Sometimes, it takes 
failing in order to eventually succeed. The fact that there were some women opposed the ERA 
shows that women cannot always be expected to unite over a certain cause. The failure of the 
ERA also reminded women of something their predecessors learned during suffrage, fighting 
only at the national level does not guarantee success. This is due to the fact that ERA was ratified 
by Congress but not by three-fourths of the state legislatures, the number needed for the 
constitution to be amended. The lessons that women took away though from not being able to get 
67 Ibid., 194. 
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the ERA added to constitution can be valuable to the future success of women to more defined 
legal rights. 
Some women may wonder if these laws are even necessary. Has not society gotten to the 
point where equality is accepted as a given and ideas of the glass-ceiling is a thing of the past? 
Maybe in some cases, unfortunately the overall statistics paint a different picture. As to whether 
or not society needs another law to further the equality of women, that is debatable. What society 
really needs is awareness. They need to understand that even though it has been thirty to fo1ty 
years since some of these policies were enacted women still do not stand on an equal playing 
field. Sure progress has been made, but hundreds of years of traditional male domination can not 
simply be undone in a few decades. Also, simply enacting a law cannot be the culmination of a 
push towards equality. Women and men must stay vigilant to the actual progress of issues of 
inequality and strive to uphold the laws that were set in place to help create more equality. 
Conclusion 
The responsibility of society to support women who aspire to become CEOs of a Fortune 
500 company is crucial in dismantling the barriers that create the glass ceiling. Society should 
embrace this responsibility not only because of the principle of equality but on a more personal 
level this responsibility is about empowering those women who are important to our own lives, 
whether they be a mother, sisters, or daughters. For it is only, "when glass ceilings are forever 
shattered, we will have succeeded in using our greatest asset - the people - to their fullest 
potential. And we will have come a long way to achieving the full promise of our society by 
making its bounty equally available to all."68 Changing the way society views women at the top 
is not something that happens overnight. It is a process that takes time and effo1t. However, the 
results have the potential to create positive change and better society as a whole. In addition to 
68 Redwood, The Glass Ceiling. 
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society's role, government's legal authority to address issues of equality encompasses another 
dimension through which gender discrimination can be dealt with. 
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Chapter 4: Analysis of the Current Situation 
Introduction 
The emphasis of this paper thus far has been about understanding what the glass ceiling is 
and what impact it has on society. To put this issue in perspective I thought it would be valuable 
to get a greater understanding of how my generation views this issue. To do this I created and 
conducted a survey of the undergraduate students at the University of Redlands. It turned out to 
be a success with over 300 respondents and a wealth of interesting results. The first half of this 
chapter will be an explanation of the development of the survey and a statistical analysis of the 
results. The second part of this chapter looks at the issues of the glass ceiling in the context of the 
thirteen women who are Fortune 500 CEOs today. It evaluates several of the concepts that have 
been discussed in this paper in terms of how they actually play out in the real world. 
Survey on the Glass Ceiling 
In deciding to incorporate a survey into this paper I first wanted to see if what was being 
written about the glass ceiling was reflective of the attitudes of today's young adults. I also 
wanted to look specifically at how many students believed that there was a glass ceiling for 
women in corporate America, how they viewed the factors related to the glass ceiling, and also 
what they expect of their own career paths. The responses only reflect a small sample of college 
students' perspectives but it still provides insight into how this generation views the issue of the 
glass ceiling and its relationship to their own career goals. 
Materials and Methods 
Before beginning my survey I examined several other surveys that had been conducted 
on glass ceiling issues. With the help of these I was able to put together my own survey that 
consisted of 21 statements and questions. [See Appendix A for copy of the survey] The first 
eleven statements asked the student to rate how strongly they agreed or disagreed with 
statements about themselves and about the glass ceiling. Statements were coded using a five 
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point Likert scale with 5 representing Strongly agree down to 1 for Strongly disagree. Statement 
twelve was also based on a five point scale, 5 representing Extremely Helpful to 1 representing 
Not at all helpful. Questions thirteen and fourteen were coded 1-6, with one being the lowest 
salary bracket and six being the highest salary bracket (For the complete coding key, see 
Appendix B). The next section asked the students to rate how helpful ten factors were in 
advancing in the workplace. The last two questions related to salary expectations of the students. 
Finally, the survey asked several demographic questions, including: gender, major, and year in 
school. The survey was created through Surveymonkey online and was distributed to all 
undergraduate students at the University of Redlands via e-mail. [See Appendix C for the e-mail 
that was sent to students] All identity indicators were removed from the survey so that the 
responses would remain anonymous. The slirvey was open for student to take for nine days, on 
the seventh day an e-mail reminder was sent out for those students who had not taken the survey. 
The data were analyzed through an ANOVA (analysis of variance) using SPSS. This analysis 
was used to see if the was any statistical differences between the responses of men and women. 
Significance was deemed if the p-value or significant figure was less than 0.05. 
Results 
At the completion of the survey there were 325 respondents. Of these respondents, 79 (25 
percent) were male, 233 (75 percent) were female, two responded as other, and 13 skipped this 
question. [For more information on the demographic breakdown of respondents, see Appendix 
D: survey results of all respondents, for a breakdown of female and male responses see Appendix 
E and F, and for the ANOV A descriptives see Appendix G] 
An ANOVA was run on two different groupings of the data. The first tests analyzed the 
impact of gender on statements one through eleven and questions thirteen and fourteen. The 
second ANOVA evaluated gendered responses to statement twelve, which had students rank how 
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helpful eight different factors are in advancing in the workplace. Males' and females' responses 
differed significantly on items 2, 4, 5, 6, 7, 8, and 9. (See Table 1) The second ANOVA test only 
showed a statistical difference in males' and females' response to item eight (See Table 2). 
Table 1-ANOVA Questions 1-11, 13-14 
Sum of 
Sauares dt Mean Square F Siq. 
1.HardWork Between Groups .000 1 .000 .001 .979 
Within Groups 157.218 310 .507 
Total 157.218 311 
2.MaleBoss Between Groups 4.143 1 4.143 6.229 .013 
Within Groups 206.203 310 .665 
Total 210.346 311 
3LessChance Between Groups .180 1 .180 .156 .693 
Within Groups 357.791 310 1.154 
Total 357.971 311 
4.SameOps Between Groups 7.101 1 7.101 7.300 .007 
Within Groups 299.596 308 .973 
Total 306.697 309 
5.Genlmpact Between Groups 15.877 1 15.877 8.976 .003 
Within Groups 546.567 309 1.769 
Total 562.444 310 
6.Govtlnvolve Between Groups 14.792 1 14.792 14.038 .000 
Within Groups 326.666 310 1.054 
Total 341.458 311 
7.0wnBus Between Groups 9.178 1 9.178 6.091 .014 
Within Groups 465.651 309 1.507 
Total 474.830 310 
8.WomSrEx Between Groups 12.065 1 12.065 30.686 .000 
Within Groups 121.884 310 .393 
Total 133.949 311 
9.GlassCeil Between Groups 16.740 1 16.740 11.969 .001 
Within Groups 433.564 310 1.399 
Total 450.304 311 
10.reachSrEx Between Groups 1.173 1 1.173 .926 .337 
Within Groups 392.775 310 1.267 
Total 393.949 311 
11.careerpath Between Groups 1.526 1 1.526 .994 .320 
Within Groups 472.848 308 1.535 
Total 474.374 309 
13.salary1 Between Groups 1.193 1 1.193 1.206 .273 
Within Groups 295.771 299 .989 
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Total 296.963 300 
14.salary2 Between Groups 
.029 .029 .023 .879 
Within Groups 373.349 297 1.257 
Total 373.378 298 
Table 2- ANOV A Question 12 
Sum of 
Squares df Mean Souare F Siq. 
1.AdvEd Between Groups 
.223 1 .223 .178 .674 
Within Groups 375.711 300 1.252 
Total 375.934 301 
2.Experience Between Groups 
.054 1 .054 .021 .885 
Within Groups 774.916 300 2.583 
Total 774.970 301 
3.lntegrity Between Groups 
.926 1 .926 .692 .406 
Within Groups 401.472 300 1.338 
Total 402.397 301 
4.GenHelp Between Groups 
.720 1 .720 .402 .527 
Within Groups 539.676 301 1.793 
Total 540.396 302 
5.RaceHelp Between Groups 2.066 1 2.066 1.456 .229 
Within Groups 424.279 299 1.419 
Total 426.346 300 
6. Connections Between Groups 3.598 1 3.598 1.969 .162 
Within Groups 548.061 300 1.827 
Total 551.659 301 
7.AgeHelp Between Groups 2.950 1 2.950 1.666 .198 
Within Groups 527.646 298 1.771 
Total 530.597 299 
8.ChildHelp Between Groups 13.015 1 13.015 5.680 .018 
Within Groups 680.597 297 2.292 
Total 693.612 298 
Beginning with statement eight, Women are as capable as men of serving in senior 
executive positions, both genders agree with this statement, but women much more strongly than 
men (M women=4.79, SD=.48, M men=4.34, SD=.93, F1, 310= 30.68, p=.000). In relation to this, 
overall, both men and women agreed with statement nine, I believe that an invisible barrier or 
glass ceiling that hinders or excludes women from advancement to upper management positions 
exists for women in today 's American business world, but again women were significantly more 
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likely than men to agree with the statement (M women=3.81, SD=l.05, M men=3.28, SD=l.50, F 1, 
310= 11.969, p=.001). 
The results for statement six, Government should be involved in preventing workplace gender 
discrimination, also followed this pattern, women agreed more strongly than men(M women=3.91, 
SD=.96, M men=3.42, SD=l.19, F1, 310= 14.04, p=.000). 
With regards to statement four, The same opportunities are provided for men and women 
in the workplace, the average response for men was "neither agree nor disagree", while women 
disagreed (Mwomen = 2.61, SD=.93, M men =2.96, SD=l.13, F1, 30s= 7.3, p=.007). In both 
statements two and seven, I prefer a male boss rather than a female boss and My career goal is 
to run my own business, women disagreed more than men (M women =2.80, SD=0.73, M men 
=3.06, SD=l.03 F1, 310= 6.2, p=.013 and M women=2.69, SD=l.23, M men=3.09, SD=l.23, F1, 309= 
6.10, p=.014). The reverse is true for statement five, I have seriously considered how my gender 
will impact my career advancement, here men disagreed more than women (M women=3.02, 
SD=l.32, M men=2.68, SD=l.34, F1, 309= 8.98, p=.003). The last statement that had a significant 
difference was part of statement 12, Please rate how helpful each of the following factors are in 
advancing in the workplace: Advanced education, Experience, Integrity, Gender, Race, 
Connections, Age, Having children, the only category that showed a significant difference in the 
gendered responses was "having children." Here men where more likely to agree that having 
children was helpful to advancing in the workplace (M women=3.11, SD=l.51, M men=3.58, 
SD=l.52, F1, 297= 5.68, p=.018). 
Of the items that did not have significance in the gendered responses, was statement 10, I 
desire to reach the senior executive level of leadership in my career field, but it did show that 
both men and women tended to agree with the statement, (M women=3.64, SD=l.14, M men=3.78, 
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SD=l.07, F1, 310= .99, p=.337). Questions 13 and 14, Please check the range of what you expect 
the starting salary of your first post-graduate job to be? and Please check the range of what 
salary you expect to be making when you are 35 years old? also did not reflect a significant 
difference in the men's and women's responses (M women=2.25, SD=l.01, M men=2.ll, SD=0.94, 
F1, 299= 1.21, p=.27 and M women=3.86, SD=l.11, M men=3.86, SD=l.12, F1, 297= .023, p=.88) 
Statement 1, Hard work and ability are the keys to advancement in the workplace, reflected 
strong agreement on the part of both women and men as well (M women=4.35, SD=0.69, 
M men=4.35, SD=0.77, F1, 310= .001, p=.979). 
Discussion 
In reflecting on the outcome of the survey most of the responses seem to be inline with 
what has been discussed throughout the rest of the paper. For example, both genders agreed that 
women are as capable of serving in senior executive positions. While women agreed with this 
statement more, the fact that men agreed demonstrates that gender discrimination is rarely noted 
in overt circumstances. In the case of the glass ceiling women were also more likely to agree that 
it existed, but men also slightly agreed that a glass ceiling existed for women too. However, both 
genders equally agreed that it was hard work and ability were the key to advancing in the 
workplace. These results reflect the previously mentioned idea that while people may objectively 
be able to say that there are barriers for women making it to the top they also believe that 
focusing on the tangible characteristics that individuals bring to the work environment is most 
important to advancing. 
Not surprisingly women were also more likely to have considered how their gender will 
impact their career advancement. This makes sense as they are more likely to feel the negative 
effects of gender discrimination in the workplace. Therefore it also fit that more women agreed 
that government should be involved in preventing workplace discrimination. This reflects the 
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notion that equality is a right protected by the government and as a result the government has a 
responsibility to intervene when this right is not being protected. 
Also note worthy are the results that while both women and men equally agreed that they 
desired to reach the executive level in their career field. Women disagreed with the statement 
that they wanted to run their own business, where as men slightly agreed. This is interesting 
considering that chapter 2 showed that increasingly more numbers of women were opening their 
own businesses. This could mean that while women do not necessarily aspire to own their 
business once they encounter the obstacle of advancement in the workforce the idea becomes 
more appealing. 
Another interesting point is that while women tended to more strongly disagree that the 
same opportunities are provided for men and women in the workplace, men also disagreed with 
this statement. While this may demonstrate men's understanding of the barriers that women face 
in the workplace it could also be hinting at the idea of reverse discrimination. Or the idea that 
men believe that because of past gender discrimination issues employers are providing more 
opportunities to their female employees, a concept that was discussed in chapter 3. 
Lastly, one of the surprising results was that both women and men showed the same 
salary expectations for their starting salaries and their expected salaries at age 35. This is despite 
the persistent gender wage gap that affects individuals at all levels of the pay scale. This may 
perhaps reflect that women are optimistic that the gender wage gap is closing but a more likely 
explanation might be that equal treatment at the college level leads women to assume that this 
equality will be present in the workforce. However, additional survey questions would be helpful 
in gaining a more in-depth perspective on these issues. 
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The goal of this survey was not only to see how today's college students view the glass 
ceiling, but also to try and get a better understanding of what role gender has in their future 
career paths. The next step was to see how the respondents' views aligned with the current 
theories on the glass ceiling. Not surprisingly many of the students' responses did fit with much 
of what is currently being written about the glass ceiling. This can be summarized in the idea that 
while a many students acknowledged that a glass ceiling exists, there was a strong emphasis that 
personal drive and talent is what is crucial in succeeding. This attitude can distract people from 
looking at the myriad of other organizational and social factors that greatly contribute to the 
gender barriers in the workforce. This notion can also lead to the impression that the glass ceiling 
is no longer a relevant issue that needs to be considered when entering the workforce. Finally, it 
is worth noting that while not all the results from the survey were examined in this section it is 
my sincere hope that some of the results discovered by this survey might be used as springboard 
for further research on issues of the effects of gender in society and the workplace. 
Today's Fortune 500 Female CEOs 
Who are the women that are leading the Fortune 500 companies today? And what can be 
learned from them about what it takes to make it to the top? The thirteen women who are CEOs 
in today's Fortune 500 companies represent a variety of industries and have a range of 
experience that have gotten them to where they are today. [See Appendix H for a complete list 
and fact sheet the Fortune 500 female CEOs] Despite the diversity of these women, there are 
some common threads and insights that seem to address some of the glass barriers issues that 
have been discussed throughout this paper. This section will look at how the issues of a work-life 
balance, operational experience, and male networks have influence the careers of three particular 
Fortune 500 CEOs, Angela Braly, Indra Nooyi, Mary Sammons, respectively. 
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Angela Braly is the highest ranking Fortune 500 CEO. Her company WellPoint is a large 
insurance conglomerate with sales of over $61 billion dollars. Braly is the newest female to 
become a Fortune 500 CEO, since taking her position in July 2007. She is also the youngest 
CEO and she is often asked how she manages her job and raising three children. Her response, "I 
don't have a great system. I just have a great husband."69 In the article Braly discussed the 
competition for getting her job and she said she remembered "how the board asked her whether 
she could handle the job and her three kids. She replied: 'This won't be easy. I have a young 
family.' The board knew. It had once moved a meeting so she could attend her daughter's school 
play."70 However, Braly did not seem upset by this type of questions; she believes 'They (the 
board) should be asking men and women those questions."71 Even more interesting was the 
comment that, "Braly would rather not talk about how she got the job. But she doesn't mind 
discussing how she balances work and family, since so many women ask her about it."72 While 
at first glance this might seems like a humble response on second thought one has to wonder 
what sort of advice she might actually have for women who would like to follow in her footsteps. 
And while the article was meant to focus on WellPoint and its strategies for the future it seemed 
interesting that there was half a page on her family life and the work-life balance but no mention 
of what it means to be a woman in her line of business. It is articles such as this one, that do not 
mention the challenges of being a women CEO, which add to the perception that there really is 
no difference between a woman who makes it the top or a man, even though the research and 
statistics would beg to differ. 
69 Whelan, David. "This Won't Hurt a Bit." Forbes 17 September (2007): 124. 
70 Ibid. 
71 Ibid. 
72 Ibid. 
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Another recognizable female in the Fortune 500 is PepsiCo's CEO Indra Nooyi. Known 
for her strategic planning background Nooyi's role at PepsiCo has been one of innovation as she 
slowly tries to move the company away from its soda and fatty snack foods core market to one of 
more healthier drink and snack items. In a comment by one of her former bosses, retired PepsiCo 
CEO Roger Enrico said, "She is, 'the best negotiator I've ever seen in my entire life.' Still, he 
didn't think she was on the track to be CEO because 'I constantly felt she needed to go do an 
operation job."73 This is something that sets Nooyi apart from most of the other women who 
have made it to the position of CEO, and while she may be one of the exceptions the comment 
made by Enrico simply reiterates the point that a woman who has operational experience is often 
seen as better suited for the top job. 
Mary Sammons has been the CEO of Rite Aid for nearly five years. Having been 
appointed under "glass cliff' circumstances, the company was almost in the red when she took 
over; Sammons has done a lot to tum the company around. Throughout her career path though 
she has witnessed first hand some of the challenges that women face, including the effects of 
informal male networks. Having worked in industries where the majority of managers are men, 
Sammons notes that "Those (informal male) networks are still there. [However,] there's a 
positive side for women: You can stay at work, get good results and while the men are still 
playing golf, you're running the company. But it's unfortunate to me that male networks are still 
so prevalent."74 This response highlights a lot of what the previous research has shown about 
women addressing glass ceiling barriers. Specifically, that while women may note a baiTier's 
73 Morris, Betsy. "The Pepsi Challenge: Can this snack and soda giant go healthy?" Fortune 3 March (2008): 
62. 
74 Wall Street Journal. November 19, 2007. "Women to Watch (A Special Report); View From the Top: 
Women executives talk about their careers, the importance of mentoring and work-life balance." http://O-
proquest.umi.com.Jibrary. uor.edu/pqdweb ?did= 138495482l&sid=1 &Fmt=3&clientid=3596&RQT=309& VName= 
PQD (accessed Apr. 2, 2008). 
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existence they often tend to deemphasize its impact. In this case, Sammons noted a negative 
aspect to informal male networks, but she also added that women's hard work back at the office 
can make up for this possible disadvantage. This is in spite of the fact that studies have shown 
that hard work alone is rarely the key to advancement. This attitude also draws attention away 
from addressing how to do away with such unfair barriers. 
In beginning the research for this section one question that came to mind was whether the 
women who are Fortune 500 CEOs are different from their male counterparts? Unfortunately this 
is a tough question to answer, because there seems to be little aggregate information available on 
the career paths of the 487 male Fortune 500 CEOs. One general area that provided some 
information for comparison was salary compensation. For the female CEOs (excluding Angela 
Braly, for who no compensation data was available) their median compensation was $7.16 
million as compared to $8.4 million according to a preliminary analysis of the 251 Fortune 500 
companies that had filed proxies as of March 27, 2005.75 Also, in 2005 Forbes' survey of the top 
25 paid executives all were male, with the lowest ranked executive's yearly compensation 
totaling over $38 million, where as the highest paid Fortune 500 female CEO (Andre Jung of 
Avon) has a compensation package of just over $13 million.76 While this information is 
somewhat piecemeal it does reiterate the presence of the gender pay gap that was discussed in 
the previous section of this paper. With a lack of comparable data thought, a point that did shed a 
little more light on this topic was the career advice given from the male and female perspective. 
Fortune 500 Mattel CEO Robert A Eckert's career tip is, "Let it come to you ... I wouldn't try to 
75 Boyle, Matthew. "FORTUNE: Plugged In: Exposing CEO pay." CNNMoney. 
http:/ !money .cnn.com/2006/04/06/news/newsmakers/pluggedin_f500_fortune/index.htm (accessed Apr. 2, 2008). 
76 
"Forbes Executive Pay . " Forbes.com. 
http://www.forbes.com/static/execpay2005/totcomp.html?boxes=custom (accessed Feb. 28, 2008). 
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overly plan one's career. Good things happen if you work hard and get a little bit of luck."77 
Where as Braly's career advice is, "You have to know who you are because people will always 
tell you who you should be."78 While this is merely a snapshot of two individuals' perspectives it 
does a good job of illustrating the idea that because there are so few women at the top each new 
female CEO is ultimately charged with defining what it means to be a women and a CEO, hence 
the comment about not letting others tell you who you should be. Where as from the male 
perspective making it to the top is essentially something any man can do as long as he plays his 
cards right. 
77 
"Career Tips From CEOs" Business News and Financial News at Forbes.com. 
http://www.forbes.com/2005/04/21/cx_05ceo_careerslide_2.html ?thisSpeed=30000 (accessed Feb. 21, 2008 ). 
78 Whelan, David. "This Won't Hurt a Bit." 
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Closing Thoughts and Future Questions 
During the time I was writing my thesis I happened to be invited to dinner at the house of 
a University of Redlands' alumna. The woman was a Certified Public Accountant and had 
graduated about ten years ago; she was married and had two young girls. The purpose of the 
dinner was for her to talk about life after college and how we can stay connected to the 
University. Towards the end of the meal she said she had some advice for the women at the 
table. What she told us was, "You can't have it all. You will have to make sacrifices." She 
continued somewhat emotional, "I sacrifice everyday, time with my children, so that I can go to 
work." At the time I was moved by her candid comment, I could tell that what she had told us 
she really believed to be true, we would have to make sacrifices. Later that night though as I sat 
at my computer working on my thesis I wondered, "Why did she say the advice was just for the 
women?" Was it because she did not feel she could speak for the men or was this some sort of 
socially conceived perspective that only women would feel the tough impact of making 
sacrifices. Her husband, who sat across from her at the table, had made no comment with regards 
to being a working father. I think this encounter does an excellent job at illustrating how 
accepting we, as a society, can be when comes to the idea of gender norms. 
The purpose of this paper is to explain that multiple barriers still exists for women 
attempting to advance to the executive level and also to examine the different strategies that can 
be used to counteract these barriers. The emphasis was to look at the glass ceiling through the 
situation of women in corporate America because it is an environment with a variety of 
industries that have an immense impact on an overwhelmingly global scale. Understanding the 
glass ceiling requires an evaluation of the situation on an individual, organizational and societal 
level. This multidimensional analysis provides the most complete picture of how gender impacts 
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career advancement into today's business world. This work relied heavily on several decades of 
literature and studies on the understanding of gender in both the workplace and society. The 
survey of college students' attitudes towards the glass ceiling and gender in the workplace also 
helps to reinforce the various perspectives presented throughout the paper. Finally, the analysis 
of the current female Fortune 500 CEOs looks at several glass ceiling issues from the perspective 
of those who have made to the top. The culmination of this work demonstrates that despite 
progress the glass ceiling is still very much intact. One of the fundamental challenges of this 
situation comes back to the concepts discussed in the introduction of the fairness doctrine versus 
the legal equality doctrine. That is how to balance the need to account for gender differences 
with the goal to provide the same opportunities for all, "Because "equal" often means "the 
same," how can men and women be the same if they are different?"79 The slow improvements in 
the case of the class ceiling demonstrate that it is still a struggle for the business world and 
society as a whole to reconcile the fairness and legal equality doctrines and to develop an 
environment that truly provides men and women the same advancement opportunities. In the end 
the root of the solution lies with the individual and their ability to be conscious of the role gender 
plays in all facets of society and to use this awareness to promote the equality of genders. 
Finally, I would like to discuss several issues and questions that arose throughout my 
research but that I was not able to address. First, due to the continuous globalization of business 
the issue of the glass ceiling is something that has the potential to be discussed on a global scale. 
This would provide a greater wealth in data as to how different countries, organizations, and 
businesses deal with gender issues and equality. Another question that might be worth looking 
into is what effect legal precedents, set by women who have filed discrimination suits, have had 
on women advancing in the workforce? An analysis of major gender discrimination cases may 
79 Ford, Lynne. Women and Politics: The Pursuit of Equality, 1. 
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also provide a further understanding into the types of discrimination that are present in the work 
environment today. Lastly, if I was to continue my research I would like to compile more 
information on male Fortune 500 CEOs in order to have a better comparison between the career 
paths of male and female CEOs. Encompassing these issues into the understanding of the glass 
ceiling could aid in reducing gendered barriers and promoting equality in the workplace. 
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Appendix A: The Survey 
Role of the Glass Ceiling for Women in Corporate America 
My name is Kasia Mlynski and I am a senior who is currently working on an 
interdisciplinary honors thesis. My project is evaluating the role of the glass ceiling for 
women in corporate America. As part of my research I am conducting a survey of 
student's attitudes towards the glass ceiling. I would appreciate if you would take just a 
few minutes to fill out the survey. All responses will remain confidential and all 
subsequent reports will be at the aggregate level. Your individual responses will be 
unidentifiable. 
Participation in this survey is voluntary. By clicking on the Next button below, you are 
consenting to participate. All responses will remain confidential and all subsequent 
reports will be at the aggregate level. Your individual responses will be unidentifiable. 
If you have any questions at all about this survey or the results, please contact me, Kasia 
Mlynski at KatarzynaAnne_Mlynski@redlands.edu or my faculty sponsor, Dr. Beth 
Haley at beth_haley@redlands.edu. 
Thank you for your participation. 
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Please indicate the level of your agreement/disagreement with each of the following 
statements. Please mark a response for each item. 
1. Hard work and ability are the keys to advancement in the workplace 
Strongly Agree 
Agree 
Neither Agree or Disagree 
Disagree 
Strongly Disagree 
2. I prefer a male boss rather than a female boss. 
Strongly Agree 
Agree 
Neither Agree or Disagree 
Disagree 
Strongly Disagree 
3. A woman has less of a chance of reaching the top executive level of an organization 
than a man. 
Strongly Agree 
Agree 
Neither Agree or Disagree 
Disagree 
Strongly Disagree 
4. The same opportunities are provided for men and women in the workplace. 
Strongly Agree 
Agree 
58 
Neither Agree or Disagree 
Disagree 
Strongly Disagree 
5. I have seriously considered how my gender will impact my career advancement. 
Su·ongly Agree 
Agree 
Neither Agree or Disagree 
Disagree 
Strongly Disagree 
6. Government should he involved in preventing workplace gender discr.imination. 
Strongly Agree 
Agree 
Neither Agree or Disagree 
Disagree 
Strongly Disagree 
7. My career goal is to run my own business. 
Strongly Agree 
Agree 
Neither Agree or Disagree 
Disagree 
Strongly Disagree 
8. Women are as capable as men of serving in senior executive positions. 
Strongly Agree 
59 
Agree 
Neither Agree or Disagree 
Disagree 
Strongly Disagree 
9. I believe that an invisible barrier or glass ceiling that hinders or excludes women from 
advancement to upper management positions exists for women in today's American 
business world. 
Strongly Agree 
Agree 
Neither Agree or Disagree 
Disagree 
Strongly Disagree 
10. I desire to reach the senior executive level of leadership in my career field. 
Strongly Agree 
Agree 
Neither Agree or Disagree 
Disagree 
Strongly Disagree 
11. My gender plays a role in determining which career path I will follow. 
Strongly Agree 
Agree 
Neither Agree or Disagree 
Disagree 
60 
Strongly Disagree 
-~ -~_i:t ~> J 
12. Please rate how helpful each of the following factors are in advancing in the 
workplace. 
Extremely 
Helpful 
Very 
Helpful 
Moderately 
Helpful 
Somewhat 
Helpful 
Not at all 
Helpful 
Advanced 
education 
Experience 
Integrity 
Gender 
Race 
Connections 
Age 
Having 
children 
13. Please check the range of what you expect the starting salary of your first post-
graduate job to be? 
$29,999 or less 
$30,000 to $49,999 
$50,000 to $74,999 
$75,000 to $99,999 
$100,000 to $299,999 
$300,000 or more 
14. Please check the range of what salary you expect to be making when you are 35 years 
old? 
$29 ,999 or less 
$30,000 to $49,999 
$50,000 to $74,999 
61 
$75,000 to $99,999 
$100,000 to $299,999 
$300,000 or more 
15. Gender: 
I .::1 
Other (please specify)f 
16. Ethnicity: r-,- ·----· --- ... -, 
' ........ ,,.., .:J~------·------
Other (please specify )r-
17 .. Antici,pated graduation date: 
I ~-··:J 
,18. Major: 
I . 
Thank you for participating in this survey. The purpose of the survey is to capture present 
day attitudes towards the idea of a glass ceiling. The glass ceiling is perceived as the 
invisible barrier that prevents women and minorities from advancing into upper levels of 
management. The idea is that they can see the top but they cannot get to it. 
If you have any questions about the survey or if you are interested in the results please 
contact me, Kasia Mlynski at KatarzynaAnne_Mlynski@redlands.edu or my faculty 
sponsor, Dr. Beth Haley at beth_haley@redlands.edu. 
Again, thank you for your participation. 
« Prev I Q)ne » I 
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Appendix B: Coding Key 
Questions 1-11 Questions 13-14 
5 Strongly Agree 1 $29,999 or less 
4 Agree 2 $30,000 to $49,999 
3 Neither Agree or Disagree 3 $50,000 to $74,999 
2 Disagree 4 $75,000 to $99,999 
1 Strongly Disagree 5 $100,000 to $299,999 
6 $300,000 or more 
Question 12 
5 Extremely Helpful 
4 Very Helpful 
3 Moderately Helpful 
1- --Gender 
:::e I ~ I 
2 Somewhat Helpful 
1 Not at all Helpful 
~ 
Appendix C- E-mail sent to student with survey link 
Subject: Survey on Women in Corporate America 
My name is Kasia Mlynski and I am a senior who is currently working on an 
interdisciplinary honors thesis. My project is evaluating the role of the glass ceiling for 
women in corporate America. As part of my research I am conducting a survey of 
student's attitudes towards the glass ceiling. I would appreciate if you would take just a 
few minutes to fill out the survey. All responses will remain confidential and all 
subsequent reports will be at the aggregate level. Your individual responses will be 
unidentifiable. 
http://www.surveymonkey.com/s.aspx ?sm=Olb WxpjMy05V2YPG90XIiw 3d 3d 
Thank you for your time. 
Kasia Ml ynski 
Please note: If you do not wish to receive further emails from us, please click the link 
'below, and you will be automatically removed from our mailing list. 
http://www.surveymonkey.com/optout.aspx?sm=OlbWxpjMy05V2YPG90XIiw 3d 3d 
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Appendix D 
Active Filter: All responses 
Unfiltered Total: 325 
Filtered Total: 325 
1. Hard work and ability are the keys to advancement in the workplace 
Response Response 
Percent Count 
Strongly 44.9% 146 Agree 
Agree 48.9% 159 
Neither 
Agree or 3.4% 11 
Disagree 
Disagree 2.2% 7 
Strongly 0.6% 2 Disagree 
answered question 325 
skipped question 0 
2. I prefer a mate boss rather than a female boss. 
Response Response 
Percent Count 
65 
2. I prefer a male boss rather than a female boss. 
Strongly 
Agree 
Agree 
Neither 
Agree or 
Disagree 
Disagree 
Strongly 
Disagree 
3.4% 11 
11.4% 37 
58.5% 190 
20.0% 65 
6.8% 22 
answered quest;on 325 
skipped question 0 
3. A woman has less of a chance of reaching the top executive level of an organization than a man. 
Strongly 
Agree 
Agree 
Neither 
Agree or 
Disagree 
Disagree 
Response 
Percent 
12.0% 
52.9% 
15.7% 
12.3% 
Response 
Count 
39 
172 
51 
40 
66 
3. A woman has less of a chance of reaching the top executive level of an organization than a man. 
Strongly 
Disagree 
4-. The, s.am~ opportunitie5 are, provided for men and wom~n in the workplace. 
Strongly 
Agree 
Agree 
Neither 
Agree or 
Disagree 
Disagree 
Strongly 
Disagree 
7.1% 23 
answered question 325 
skipped question o 
Response 
Percent 
3.4% 
22.9% 
21.1% 
46.1% 
6.5% 
Response 
Count 
74 
68 
149 
21 
answered question 323 
skipped question 2 
5. I have seriously considered how my gender will impact my career advancement. 
67 
5. I have seriously considered how my gender will impact my career advancement. 
Strongly 
Agree 
Agree 
Neither 
Agree or 
Disagree 
Disagree 
Strongly 
Disagree 
Response 
Percent 
14.8% 
32.4% 
14.8% 
21.3% 
16.7% 
ans wered question 
skipped question 
6. Government should be involved in preventing workplace gender discrimination. 
Strongly 
Agree 
Agree 
Neither 
Agree or 
Disagree 
Response 
Percent 
27.4% 
39.7% 
17.8% 
Response 
Count 
48 
105 
48 
69 
54 
324 
1 
Response 
Count 
89 
129 
58 
68 
6. Government should be involved in preventing workplace gender discrimination. 
Disagree 
Strongly 
Disagree 
7. My career goal is to run my own business. 
Strongly 
Agree 
Agree 
Neither 
Agree or 
Disagree 
Disagree 
Strongly 
Disagree 
12.0% 39 
3.1% 10 
answ,ered question 32.5 
skipped question O 
Respon_se 
Percent 
11.4% 
18.8% 
25.3% 
28.4% 
16.0% 
answered question 
skipped question 
Response 
Count 
37 
61 
82 
92 
52 
324 
1 
69 
8. Women are as capable as men of serving in senior executive positions. 
Strongly 
Agree 
Agree 
Neither 
Agree or 
Disagree 
Disagree 
Strongly 
Disagree 
Response 
Percent 
74.8% 
20.9% 
2.2°/o 
1.5% 
0.6% 
answered questiqn. 
skipped question 
Response 
Count 
243 
68 
7 
5 
2 
325 
0 
9. I believe that an invisible barrier or glass ceiling that hinders or excludes women from advancement to 
upper management positions exists for women in today's American business world. 
Strongly 
Agree 
Agree 
Neither 
Agree or 
Response 
Percent 
19.9% 
44.4% 
18.0% 
Response 
Count 
64 
143 
58 
70 
9. I believe·that an invisible barrier or glass ceiling that hinders or excludes women from advancement to 
upper n'!anagement positions exists fOr women in today's· American business worl~. 
Disagree 
Disagree 
Strongly 
Disagree 
12.1°1;, 41 
5.0% 16 
answered question 322 
skipped question 3 
10. I desire to reach the senior executive level of leadership in my career field. 
Strongly 
Agree 
Agree 
Neither 
Agree or 
Disagree 
Disagree 
Strongly 
Disagree 
Response 
Percent 
30.8% 
24.3% 
29.2°/o 
12.3% 
3.4% 
Response 
Count 
100 
79 
95 
40 
11 
answered ql.!estion 325 
71 
11 
1 ~ 
1 O. I desire to reach the senior executive level of leadership in my career field. 
skipped quesuon 0 
11. My gender plays a role in determining which career path I will follow. 
Response Response 
Percent Count 
Strongly 5.6'};, 18 Agree 
Agree 16.7% 54 
Neither 
Agree or 18.3% 59 
Disagree 
Disagree 27.2% 88 
Strongly 32.2% 104 Disagree 
answered question 323 
skipped question 
PaQe: 
12. Please rate how helpful each of the following factors are in advancing in the workplace. 
Advanced 
education 
Extremely 
Helpful 
62.1%(195) 
Very Helpful 
32.8% (103) 
Moderately 
Helpful 
3.8% (12) 
Somewhat 
Helpful 
1.3% (4) 
NotataH 
Helpful 
0.0% (0) 
2 
Response 
Count 
314 
72 
12. Please rate how helpful each of the following factors are in advancing in the workplace. 
Experience 70.8%(223) 27.3% (86) 1.9% (6) 0.0% (0) 0.0% (0) 315 
Integrity 37.8% (118) 41.0% (128) 16.0% (50) 4.8% (15) 0.3% (1) 312 
Gender 7.0% {22) 17.1% (54) 34.0% (107) 23.2% (73) 18.7% (59) 315 
Race 8.0% (25) 16.9% (53) 31.'6%(99) 22.7% (71) 20.8% (65) 313 
Connections 48.6% (152) 30.7% (96) 16.6% (52) 3.2% (10) 1.0% (3) 313 
Age 9.9% (31) 27.8% (87) 42.2% (132) 16.3% (51) 3.8% (12) 313 
Having 2.3% (7) 1.9% (6) 11.3% (35) 18.3% (57) 66.2%(206) 311 
children 
answered question 315 
skipped question 10 
13. Please check the range of what you expect the starting salary of your first post~graduate job to be? 
Response Response 
Percent Count 
$29,999 23.1% 72 
or less 
$30,000 
to 44.6% 139 
$49,999 
$50,000 21.8% 68 
to 
73 
13. Pl~e check the range of what ·you expectt!ie starting saJary of your first post-graduate jo!-? to be? 
$74,999 
$75,000 
to 
$99,999 
$100,000 
to 
$299,999 
$300,000 
.or more 
8.0% 25 
2.2% 7 
0.3% 
answered question 312 
skipped question 13 
14. Please_ check the range of what salary yo_u expect to be m~king when you ·are 35 years old? 
$29,999 
or less 
$30,000 
to 
$49,999 
$50,000 
to 
$74,999 
$75,000 
to 
$99,999 
Respons~ Response 
Percent Count 
1.3% 4 
7.7% 24 
32.3% 100 
27.4% 85 
74 
14. Please check the range of what salary you expec~· to be making when you are 35 years old? 
$100,000 
to 
$299,999 
$300,000 
or more 
15. Gender: 
Male 
Female 
Transgender 
16. Ethnicity: 
24.8% 77 
6.5% 20 
answered question 31,0 
skipped question 15 
Response Response 
Percent Count 
25.3% 79 
74.7% 233 
0.0% 0 
I ::; . ·-=-:-=-i 
l.E_v1ew !Other (please specify) 2 
answered question 312 
skipped question 13 
75 
16. Ethnicity: 
African American 
Asian/Pacific 
Islander 
Biracial/Multiracial 
Hispanic 
Native American 
White 
17. Anticipated11raduation date: 
2008 
2009 
Response Response 
Percent Count 
2.0% 6 
2.7% 8 
3.8% 11 
9.9% 29 
1.0% 3 
80.5% 236 
I ='1 • I 1 1 ·?" view Other (please specify) 9 
answered question 293 
skipped question .32 
Response 
Percent 
28.3% 
25.7% 
Response 
Count 
88 
80 
76 
17. Antictpated graduation date: 
2010 24.8% 77 
2011 21.2% 66 
anstNPted question 311 
skipped question 14 
77 
Appendix E 
Active Filter: Female responses 
Unfiltered Total: 325 
Filtered Total: 233 
1·, Hard workand ability are the keys to advancement in the workplace 
Strongly 
Agree 
Agre.e 
Neither 
Agree or 
Disagree 
Disagree 
Strongly 
Disagree 
2. I prefer a male boss rather than a female boss. 
Strongly 
Agree 
Response Response 
Percent Count 
43.8% 102 
51.1% 119 
2.1% 5 
2.6% 6 
0.4% 1 
answered question 233 
skipped question 0 
Response Response 
Percent Count 
1.7°/o 4 
78 
2. I prefer a male boss rather than a female boss. 
Agree 
Neither 
Agree or 
Disagree 
Disagree 
Strongly 
Disagree 
7.7% 18 
64.8% 151 
20.2% 47 
5.6% 13 
answered question 233 
skipped question 0 
3. A woman has less of a chance of reaching the top executive level of an organization than a man. 
Strongly 
Agree 
Agree 
Neither 
Agree or 
Disagree 
Disagree 
Strongly 
Disagree 
Response 
Percent 
12.4% 
53.6% 
14.2% 
13.3% 
6.4% 
Response 
Count 
29 
125 
33 
31 
15 
79 
3.. A woman has less of a chance of reaching the top executive level of an organization than a man. 
answert¥J question 233 
skipped question o 
4. Tt!e same opportunities are provided for men and women in the workpl~ce. 
Strongly 
Agree 
Agree 
Neither 
Agree or 
Disagree 
Disagree 
Strongly 
Disagree 
Response 
Perc~nt 
1.7% 
20.3% 
21.6% 
50.2% 
6.1% 
answered question 
skipped question 
5. r have seriously considered how my gender will impact my career advancement. 
Response 
Percent 
Response 
Count 
4 
47 
50 
116 
14 
231 
2 
Response 
Count 
80 
5. I have seriously considered how my gender will impact my career advancement. 
Strongly 
Agree 
Agree 
Neither 
Agree or 
Disagree 
Disagree 
Strongly 
Disagree 
16.8% 39 
35.3% 82 
12;9% 30 
21.1% 49 
13.8% 32 
answered question 232 
skipped question 
6. Government should be involved in preventing workplace gender discrimination. 
Strongly 
Agree 
Agree 
Neither 
Agree or 
Disagree 
Disagree 
Response 
Percent 
30.9°/o 
41.2% 
17.2% 
10.3% 
Response 
Count 
72 
96 
40 
24 
81 
6. Government should be involved in preventing workplace gender discrimination. 
Strongly 
Disagree 
7. My career goal is to run my own business. 
Strongly 
Agree 
Agree 
Neither 
Agree or 
Disagree 
Disagree 
Strongly 
Disagree 
8. Women are as capable as men of serving in senior executive positions. 
0.4% 1 
answered question 233 
skipped question O 
Response Response 
Percent Count 
10.3% 24 
15.9% 37 
23.7% 55 
32.8% 76 
17.2% 40 
answered question 232 
skipped question 1 
82 
8. Women are as capable as men of serving in senior executive positions. 
Strongly 
Agree 
Agree 
Neither 
Agree or 
Disagree 
Disagree 
Strongly 
Disagree. 
Response 
Percent 
81.5% 
17.2% 
0.9% 
0.0% 
0.4% 
Response 
Count 
190 
40 
2 
0 
1 
apswered question 233 
skipped question 0 
9. I believe that an invisible barrier or glass ceiling that hinders or excludes women from advancement to 
upper management positions exists for women in today's American business world. 
Strongly 
Agree 
Agree 
Neither 
Agree or 
Response 
Percent 
22.4% 
50.4% 
13.4% 
Response 
Count 
52 
117 
31 
83 
9. I believe that an invisibfe barrier or glass ceiling that hinders or excludes women from advancement to 
upper management positions exists for women in today's American business world. 
Disagree 
Disagree 
Strongly 
Disagree 
11.2% 26 
2.6% 6 
answered question 232 
skipped question 1 
10. I desire to reach the senior executive level of leadership in my·career field, 
Strongly 
Agree 
Agree 
Neither 
Agree or 
Disagree 
Disagree 
Strongly 
Disagree 
Response 
Percent 
28.3% 
23.6% 
32.6% 
13.3% 
2.1% 
answered question 
Response 
Count 
66 
55 
7 6 
31 
5 
233 
84 
10. J desire to reach the senior executive level of leadership in my career field. 
skipped question 0 
11. My gender plays a role in determinjng which career path I will follow. 
Response Response 
Percent Count 
Strongly 3.9% 9 Agree 
Agree 17.7% 41 
Neither 
Agree or 17.7% 41 
Disagree 
Disagree 29.0% 67 
Strongly 31 .6% 73 Disagree 
answered question 231 
skipped question 
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12. Please rate how helpful each of the following factors are in advancing in the workplace. 
Advanced 
education 
Extremely 
Helpful 
66.4%(154) 
Very Helpful 
30.2% (70) 
Moderately 
Helpful 
2.6% (6) 
Somewhat 
Helpfuf 
0.9% (2) 
Not at all 
Helpful 
0.0% (0) 
2 
Response 
Count 
232 
85 
12. Please rate how helpful each of the following factors are in advancing in the workplace. 
Experience 70.4%(164) 27.9% (65) 1.7% (4) 0.0% (0) 0.0% (0) 233 
Integrity 40.4%(93) 39.1% (90) 16.5% {38) 3.5% (8) 0.4% (1) 230 
Gender 7.7% (18) 17.2% (40) 35.6% (83) 22.3% (52) 17.2% (40) 233 
Race 6.9% (16) 17.3% (40) 32.0%(74) 20.8% (48) 22.9% (53) 231 
Connections 46.1% (107) 31.9% (74) 18.1% (42) 3.0% (7) 0.9% (2) 232 
Age 9.1% (21) 28.9% (67) 41.4% (96) 15.9% (37) 4.7%(11) 232 
Having 1.3% (3) 1.7% (4) 9.6% (22) 17.0% (39) 70.3%(161) 229 
children 
answered question 233 
skipped question 0 
13. Please check the range of what you expect. the starting salary of your first post-graduate job to be? 
I 
Response Response 
Percent Count 
$29,999 21.3% 49 
or less 
$30,000 
to 49.1% 113 
$49,999 
$50,000 21.3% 49 
to 
86 
13. Please check the range of what you expect the starting salary of your first post-graduate job to be? 
$74,999 
$75,000 
to 
$99,999 
$100,000 
to 
$299,999 
$300,000 
or more 
5.7% 13 
2.6°/o 6 
0.0% 0 
answered question 230 
skipped question 3 
14. Please check the range of what S:alary you expect lo be making when you e1re 35 years old? 
$29,999 
or less 
$30,000 
to 
$49,999 
$50,000 
to 
$74,999 
$75,000 
to 
$99,999 
Response Response 
Percent Count 
0.9% 2 
7.9% 18 
36.0% 82 
28.9% 66 
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14. Please check the range of what salary you expect to be making when you are 35 years old? 
$100,000 
to 
$299,999 
$300,000 
or more 
15. Gender: 
Male 
Female 
Transgender 
16. Ethnicity: 
22.4% 51 
3.9% 9 
answered question 228 
skipped question 5 
Response Response 
Percent Count 
0.0% 0 
100.0% 233 
0.0% 0 
Other (please specify) 0 
answered question 233 
skipped question 0 
Response Response 
88 
16. Ethnicity: 
African American 
Asian/Pacific 
Islander 
Biracial/Multiracial 
Hispanic 
Native American 
White 
17. Anticipated graduation date: 
2008 
2009 
Percent 
1.8% 
3.2% 
4.6% 
10.5% 
1.4% 
78.5% 
~~;~lather (please specify) 
answered question 
skipped question 
Response 
Percent 
25.1% 
24.7% 
Count 
4 
7 
10 
23 
3 
172 
11 
219 
14 
Response 
Count 
58 
57 
89 
17. Anticipated graduation date: 
2010 28.6% 66 
2011 21.6% 50 
an$_wered question 231 
skipped question 2 
90 
Appendix F 
Active Filter: Male responses 
Unfiltered Total: 325 
Filtered Total: 79 
1. Hard work and ability are the keys to advancement in the wo rkplace 
Strongly 
Agree 
Agree 
Neither 
Agree or 
Disagree 
Disagree 
Strongly 
Disagree 
2. J prefer a male boss rather than a female boss. 
Response 
Percent 
48.1% 
43.0% 
6.3% 
1.3% 
1.3% 
answered question 
skipped question 
Response 
Percent 
Response 
Count 
38 
34 
5 
1 
79 
0 
Response 
Count 
91 
2. I prefer a male boss rather than a female boss. 
Strongly 
Agree 
Agree 
Neither 
Agree or 
Disagree 
Disagree 
Strongly 
Disagree 
8.9% 
22.8% 
40.5% 
21.5% 
6.3% 
answered question 
skipped question 
3. A woman has less of a chance of reaching the top executive level of an organization than a man. 
Strongly 
Agree 
Agree 
Neither 
Agree or 
Disagree 
Disagree 
Response 
Percent 
11.4% 
49.4% 
21.5% 
10.1% 
7 
18 
32 
17 
5 
79 
0 
Response 
Count 
9 
39 
17 
8 
92 
3. A woman has less of a chance of reaching the top executive level of an organization than a man. 
Strongly 
Disagree 
4. The same opportunities are provided for men and women in the workplace. 
Strongly 
Agree 
Agree 
Neither 
Agree or 
Disagree 
Disagree 
Strongly 
Disagree 
7.6% 
answered ques"tion 
skipped question 
Response 
Percent 
6.3% 
34.2% 
16.5% 
35.4% 
7.6% 
answered question 
skipped question 
5. I have seriously considered how my gender will impact my career advancement. 
6 
79 
0 
Response 
Count 
5 
27 
13 
28 
6 
79 
0 
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5. I have seriously considered how my gender will impact my career advancement. 
Strongly 
Agree 
Agree 
Neither 
Agree or 
Disagree 
Disagree 
Strongly 
Disagree 
Response 
Percent 
10.1% 
22.8% 
17.7% 
24.1 % 
25.3% 
answered question 
skipped question 
6. Government should be involved in preventing workplace gender discrimination. 
Strongly 
Agree 
Agree 
Neither 
Agree or 
Disagree 
Response 
Percent 
17.7% 
39.2% 
17.7% 
Response 
Count 
8 
18 
14 
19 
20 
79 
0 
Response 
Count 
14 
31 
14 
94 
6. Government should be involved in preventing workplace gender discrimination. 
Disagree 
Strongly 
Disagree 
7. My _career goal is. J.o run my own business. 
Strongly 
Agree 
Agree 
Neither 
Agree or 
Disagree 
Disagree 
Strongly 
Disagree 
17.7% 
7.6% 
,answered que,stion 
skipped question 
Response 
Percent 
12.7% 
27.8% 
29.1 % 
16 .. 5% 
13.9% 
answered question 
skipped que_stion 
'14 
6 
79 
0 
Response 
Count 
10 
22 
23 
13 
11 
79 
0 
95 
8. Women are as capable as men of serving in senior executive positions. 
Strongly 
Agree 
Agree 
Neither 
Agree or 
Disagree 
Disagree 
Strongly 
Disagree 
Response 
Percent 
55.7% 
31.6% 
5.1% 
6.3% 
1.3% 
answered question 
skipped question 
Response 
Count 
44 
25 
4 
5 
1 
79 
0 
9. I believe that an invisible barrier or glass ceiling that hinders or excludes women from advancement to 
upper management positions exists for women in today's American business world. 
Strongly 
Agree 
Agree 
Neither 
Agree or 
Response 
Percent 
14.3°/o 
24.7% 
31.2% 
Response 
Count 
11 
19 
24 
96 
9. I believe that an invisible barrier or glass ceiling that hinders or excludes women from advancement to 
upper management positions exists for women in today's American business world. 
Disagree 
Disagree 
Strongly 
Disagree 
19.5% 
10.4% 
answered question 
skipped question 
10. I desire to feach the senior executive level of leadership in my career field. 
Strongly 
Agree 
Agree 
Neither 
Agree or 
Disagree 
Disagree 
Strongly 
Disagree 
Response 
Percent 
38.0% 
27.8% 
17.7% 
8.9% 
7.6% 
answered question 
15 
8 
77 
2 
Response 
Count 
30 
22 
14 
7 
6 
79 
97 
10. I desire to reach the senior executive level of leadership in my career field. 
11. My: gender plays a role in determining which career path I will follow. 
Strongly 
Agree 
Agree 
Neither 
Agree or 
Disagree 
Disagree 
Strongly 
Disagree 
skipped question 0 
Response Response 
Percent Count 
11.4% 9 
11.4% 9 
20.3% 16 
25.3% 20 
31.6% 25 
answered question 79 
skipped question 0 
Paae: 
12. Please rate how helpful each of the following factors are in advancing in the workplace. 
Advanced 
education 
Extremely 
Helpful 
49.4% (39) 
Very Helpful 
40.5% (32) 
Moderately 
Helpful 
7.6% (6) 
Somewhat 
Helpful 
2.5% (2) 
Not at all 
Helpful 
0.0% (0) 
Response 
Count 
79 
98 
12. Please rate how helpful each of the following factors are in advancrng in the workplace. 
Experience 72.2%(57) 26.6% (21) 1.3% (1) 0.0% (0) 0.0% (0) 79 
Integrity 29.1% (23) 48.1% (38) 13.9% (11) 8.9% (7) 0.0% (0) 79 
Gender 5.1% (4) 17.7% (14) 30.4%(24) 26.6% (21) 20.3% (16) 79 
Race 11.4% (9) 16.5% (13) 31.6%(25) 29.1% {23) 11.4% (9) 79 
Connections 56.4%(44) 26.9% (21) 12.8% (10) 2.6% (2) 1.3% (1) 78 
Age 11.5% {9) 25.6% (20) 46.2%(36) 15.4% {12) 1.3% (1) 78 
Having 5.1% (4) 2.5% (2) 16.5% (13) 21.5% (17) 54.4% (43) 79 
children 
answered question 79 
skipped question 0 
13. Please check the range of what you expect the starting salary of your first post-graduate job to be? 
Response Response 
Percent Count 
$29,999 26.6% 21 
or less 
$30,000 
to 32.9% 26 
$49,999 
$50,000 24.1% 19 
to 
99 
13. Please check the range of what you expect the starting salary of your first post-graduate job to be? 
$74,999 
$75,000 
to 
$99,999 
$100,000 
to 
$299,999 
$300,000 
or more 
13.9% 11 
1.3% 1 
1.3% 
answered question 79 
skipped question 0 
14. Please check the range of what salary you expect to be making when you are 35 years old? 
$29,999 
or less 
$30,000 
to 
$49,999 
$50,000 
to 
$74.999 
$75,000 
to 
$99,999 
Response Response 
Percent Count 
2.5% 2 
6.3% 5 
21 .5% 17 
24.1% 19 
100 
14. Please check the range of what salary you expect to be making when you are 35 years old? 
$100,000 
to 
$299,999 
$300,000 
or more 
15. G~nder: 
Male 
Female 
Transgender 
16. Ethnicity: 
31.6% 25 
13.9% 11 
answered question 79 
skipped question O 
Response Flesponse 
Percent Count 
100.0% 79 
0.0% 0 
0.0% 0 
Other (please specify) 0 
answered question 79 
skipped question 0 
Response Response 
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16. Ethnicity: 
African American 
Asian/Pacific 
Islander 
Biracial/Multiracial 
Hispanic 
Native American 
White 
17. Anticipated graduation date: 
2008 
2009 
Percent 
2.8% 
1.4% 
1.4% 
8.3% 
0.0% 
86.1% 
r:;::-- ~ 
j'? view ..1bther (please specify) 
answered question 
skipped question 
Response 
Percent 
38.5% 
28.2% 
Count 
2 
1 
1 
6 
0 
62 
8 
72 
7 
Response 
Count 
30 
22 
102 
17. Anticipated graduation date: 
2010 12.8% 10 
2011 20.5% 16 
answered question 78 
skipped question 1 
103 
Appendix G 
Descriptives 
95% Confidence Interval for 
Mean 
N Mean Std. Deviation Std. Error Lower Bound Uooer Bound Minimum Maximum 
Adv Ed 6.00 224 3.6518 1.13414 .07578 3.5025 3.8011 1.00 5.00 
7.00 78 3.5897 1.07433 .12164 3.3475 3.8320 1.00 5.00 
Total 302 3.6358 1.11756 .06431 3.5092 3.7623 1.00 5.00 
Experience 6.00 224 2.9821 1.61263 .10775 2.7698 3.1945 1.00 5.00 
7.00 78 3.0128 1.59132 .18018 2.6540 3.3716 1.00 5.00 
Total 302 2.9901 1.60457 .09233 2.8084 3.1718 1.00 5.00 
Integrity 6.00 224 4.0402 1.22133 .08160 3.8794 4.2010 1.00 5.00 
7.00 78 4.1667 .94548 .10705 3.9535 4.3798 1.00 5.00 
Total 302 4.0728 1.15623 .06653 3.9419 4.2038 1.00 5.00 
Gen Help 6.00 224 3.8705 1.31437 .08782 3.6975 4.0436 1.00 5.00 
7.00 79 3.7595 1.40708 .15831 3.4443 4.0747 1.00 5.00 
Total 303 3.8416 1.33768 .07685 3.6904 3.9928 1.00 5.00 
Race Help 6.00 225 3.5067 1.19568 .07971 3.3496 3.6637 1.00 5.00 
7.00 76 3.6974 1.17779 .13510 3.4282 3.9665 1.00 5.00 
Total 301 3.5548 1.19212 .06871 3.4196 3.6900 1.00 5.00 
Connections 6.00 223 3.2960 1.33974 .08972 3.1192 3.4728 · 1.00 5.00 
7.00 79 3.5443 1.38488 .15581 3.2341 3.8545 1.00 5.00 
Total 302 3.3609 1.35379 .07790 3.2076 3.5142 1.00 5.00 
AgeHelp 6.00 221 2.9774 1.33295 .08966 2.8007 3.1541 1.00 5.00 
7.00 79 3.2025 1.32413 .14898 2.9059 3.4991 1.00 5.00 
Total 300 3.0367 1.33213 .07691 2.8853 3.1880 1.00 5.00 
ChildHelp 6.00 220 3.1091 1.51308 .10201 2.9080 3.3101 1.00 5.00 
7.00 79 3.5823 1.51579 .17054 3.2428 3.9218 1.00 5.00 
Total 299 3.2341 1.52563 .08823 3.0605 3.4077 1.00 5.00 
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ANOVA 
Sum of 
Squares df Mean Square F Siq. 
Adv Ed Between Groups .223 1 .223 .178 .674 
Within Groups 375.711 300 1.252 
Total 375.934 301 
Experience Between Groups .054 1 .054 .021 .885 
Within Groups 774.916 300 2.583 
Total 774.970 301 
Integrity Between Groups .926 1 .926 .692 .406 
Within Groups 401.472 300 1.338 
Total 402.397 301 
Gen Help Between Groups .720 1 .720 .402 .527 
Within Groups 539.676 301 1.793 
Total 540.396 302 
RaceHelp Between Groups 2.066 1 2.066 1.456 .229 
Within Groups 424.279 299 1.419 
Total 426.346 300 
Connections Between Groups 3.598 1 3:598 1.969 .162 
Within Groups 548.061 300 1.827 
Total 551.659 301 
Age Help Between Groups 2.950 1 2.950 1.666 .198 
Within Groups 527.646 298 1.771 . 
Total 530.597 299 
ChildHelp Between Groups 13.015 1 13.015 5.680 .018 
Within Groups 680.597 297 2.292 
Total 693.612 298 
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Report 
Gender HardWork Male Boss LessChance SameOos Genlmoact Govtlnvolve Own Bus WomSrEx GlassCeil reachSrEx careeroath salarv1 salarv2 
6.00 Mean 4.3519 2.7983 3.5236 2.6147 3.2026 3.9185 2.6940 4.7940 3.8112 3.6438 2.3074 2.2522 3.8571 
N 233 233 233 231 232 233 232 233 233 233 231 226 224 
Std. Deviatio .69214 .72966 1.07503 .93416 1.32488 .96367 1.22611 .48295 1.05392 1.14364 1.25313 1.01242 1.11135 
7.00 Mean 4.3544 3.0633 3.4684 2.9620 2.6835 3.4177 3.0886 4.3418 3.2785 3.7848 2.4684 2.1067 3.8800 
N 79 79 79 79 79 79 79 79 79 79 79 75 75 
Std. Deviatio1 .76858 1.02959 1.07221 1.12595 1.34493 1.19408 1.23195 .93213 1.50159 1.07024 1.19653 .93828 1.15032 
Total Mean 4.3526 2.8654 3.5096 2.7032 3.0707 3.7917 2.7942 4.6795 3.6763 3.6795 2.3484 2.2159 3.8629 
N 312 312 312 310 311 312 311 312 312 312 310 301 299 
Std. Deviatio1 .71100 .82241 1.07286 .99627 1.34697 1.04782 1.23762 .65628 1.20330 1.12548 1.23903 .99493 1.11935 
-~ 
ANOVA 
Sum of 
Squares df Mean Square F Siq. 
HardWork Between Groups .000 1 .000 .001 .979 
Within Groups 157.218 310 .507 
Total 157.218 311 
MaleBoss Between Groups 4.143 1 4.143 6.229 .013 
Within Groups 206.203 310 .665 
Total 210.346 311 
LessChance Between Groups .180 1 .180 .156 .693 
Within Groups 357.791 310 1.154 
Total 357.971 311 
SameOps Between Groups 7.101 1 7.101 7.300 .007 
Within Groups 299.596 308 .973 
Total 306.697 309 
Gen Impact Between Groups 15.877 1 15.877 8.976 .003 
Within Groups 546.567 309 1.769 
Total ' 562.444 310 
Govtlnvolve Between Groups 14.792 1 14.792 14.038 .000 
Within Groups 326.666 310 1.054 
Total 341.458 311 
Own Bus Between Groups 9.178 1 9.178 6.091 .014 
Within Groups 465.651 309 1.507 
Total 474.830 310 
WomSrEx Between Groups 12.065 1 12.065 30.686 .000 
Within Groups 121.884 310 .393 
Total 133.949 311 
GlassCeil Between Groups 16.740 1 16.740 11.969 .001 
Within Groups 433.564 310 1.399 
Total 450.304 311 
reachSrEx Between Groups 1.173 1 1.173 .926 .337 
Within Groups 392.775 310 1.267 
Total 393.949 311 
careerpath Between Groups 1.526 1 1.526 .994 .320 
Within Groups 472.848 308. 1.535 
Total 474.374 309 
salary1 Between Groups 1.193 1 1.193 1.206 .273 
Within Groups 295.771 299 .989 
Total 296.963 300 
salary2 Between Groups .029 1 .029 .023 .879 
Within Groups 373.349 297 1.257 
Total 373.378 298 
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A dix H: Fort soow CEO 
Number of years 
Fortune Obtained at current Compensation 
CEO Company 500 rank CEO position company (in millions) 
Angela Braly WellPoint 35 2007 9 not available 
Brenda C. Barnes Sara Lee 125 2005 3 $4.94 
Christina A. Gold Western Union 492 2002 6 $4.90 
Susan M. Ivey Reynolds America 288 2004 4 $8.17 
Andrea Jung Avon Products 283 1999 14 $13.32 
Carol Meyrowitz TJX 133 2007 24 $8.50 
Anne Mulcahy Xerox 145 2001 31 $10.69 
Indra K. Nooyi PepsiCo 63 2006 13 $9.38 
Paula G. Rosput Reynolds Safeco 363 2006 2 $6.14 
Patricia F. Russo* Lucent Technologies 282 2002 24 $4.75 
Mary F. Sammons Rite,Aid 134 2003 8 $1.89 
Margaret (Meg) C. 
Whitman** eBay 383 1998 10 $3.10 
Archer Daniels 
Patricia A. W oertz Midland 59 2006 2 $8.18 
* Ms. Russo orginally worked for AT&T which evetual becam part of Lucent, which after a 2006 merger became Alcatel-Lucent 
**Ms. Whitman will retire on March 31, 2008 
-i: 
Age 
45 
53 
59 
48 
48 
53 
53 
51 
50 
53 
60 
50 
54 
